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Problems  inherent  in  the  expanded  utilization  of  female  soldiers  in  the 
US  Army  are  numerous.  Some  problems  such  as  uniforms,  billeting,  assign- 
ments and  training  are  obvious  and  with  proper  planning  can  and  will  be 
solved  by  commanders  and  staffs  throughout  the  chain  of  command.  Other 
problems,  perhaps  not  so  obvious,  have  not  received  sufficient  attention 
and  remain  of  concern:  fraternization;  attitudes  of  male  and  female 

soldiers;  effects  of  the  Equal  Rights  Amendment;  deployability;  and  peculiar 
requirements  unique  to  women  such  as  pregnancy,  abortion,  child  care,  and 
assignment  of  military  couples.  Policies  as  expressed  by  the  Secretary  of 
Defense,  Secretary  of  the  Army,  Chief  of  Staff  of  the  Army,  and  major 
commanders  are  not  disseminated  in  sufficient  detail  to  insure  that  soldiers 
understand  what  policies  are  a^li  ~ble  to  the  utilization  of  female 
soldiers.  Many  soldiers,  both  male  and  female,  are  concerned  that  super- 
visors do  not  have  sufficient  training  to  cope  with  the  sexually-mixed  work 
environment,  particularly  as  this  environment  deals  with  discipline,  extra 
duties,  and  physical  capabilities  of  the  female  soldier. 
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PREFACE 


This  student  group  research  report  has  important  strengths, 
but  also  has  some  weaknesses.  Its  strengths  lie  in  the  data  it 
contains  about  an  important  issue:  the  personal  and  organizational 

effects  that  will  result  from  the  rapid  increase  in  the  number  of 
women  in  the  Army.  Its  weaknesses  are  that  some  parts  of  it  are 
not  well  organized  and  at  times  it  is  poorly  written.  Occasion- 
ally, it  draws  conclusions  that  are  not  supported  by  the  available 
data,  and  it  does  not  contain  very  many  conclusions  and  recommenda- 
tions, largely  because  the  students  who  wrote  the  report  often 
could  not  reach  agreement  about  the  controversial  issues  they 
were  studying. 

Despite  its  weaknesses,  we  have  decided  this  report  should  be 
made  available  because  of  the  potential  value  of  the  data  it  con- 
tains. It  provides  a comprehensive  summary  of  recent  developments 
related  to  the  increasing  number  of  Army  women.  It  also  presents 
new  information  about  the  attitudes  Army  men  and  women  have  towards 
the  role  of  women  in  the  Armv'.  In  addition,  it  discusses  the  re- 
sults of  the  extensive  interviews  which  were  conducted  both  at  De- 
partment of  the  Army  Headquarters  and  at  the  troop  installations 
where  women  are  being  trained  and  utilized.  These  interviews  were 
not  always  based  on  a careful  sampling  procedure,  and  they  sometimes 
reveal  bias  on  the  part  of  the  person  being  interviewed,  or  the 
interviewer,  or  both.  Nevertheless,  they  provide  useful  raw  data 
that  have  not  been  evaluated  by  higher  authorities  to  determine  if 
they  conform  to  established  policy  or  doctrine. 

USAWC  student  research  projects  are  done  for  two  main  reasons. 

(1)  To  teach  students  how  to  do  group  research,  and 

(2)  To  expose  them  to  important  issues. 

The  reports  are  turned  in  only  a few  days  before  the  end  of  the 
Academic  Year.  If  the  final  report  contains  weaknesses  there  is  no 
time  to  improve  it.  The  college  must  choose  between  releasing  a 
report  that  may  not  meet  the  highest  standards  of  writing  and  re- 
search, or  else  not  issuing  the  report  and  thus  denying  people  access 
to  the  information  it  contains.  Since  the  students  on  this  project 
did  useful  work  and  met  the  goals  of  the  research  program,  we  are 
releasing  their  report. 


CHARLES  M.  HERSH 

Director  of  Academic  Affairs 
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CHAPTER  1 


INTRODUCTION 

Changes  in  the  United  States  Army  are  nothing  new.  The  types  of 
people  that  make  up  the  Army,  the  equipment  and  facilities  used  by  the 
Army,  and  the  support  given  the  Army  are  continuously  in  a state  of 
change.  Stability  is  an  overused  term,  much  admired  and  pleaded  for 
by  some,  but  never  achieved,  and  more  realistically  in  the  final  analysis 
undesirable  in  the  broadest  definition  of  the  term.  In  a dynamic  environ 
ment  such  as  the  military,  stability  may  quickly  become  stagnation. 

The  decision  by  the  Chief  of  Staff  of  the  Army  in  October  1973  to 
increase  the  number  of  WAC's  in  the  Army  to  a figure  in  excess  of  50,000 
by  the  end  of  Fiscal  Year  1979  is  one  example  of  the  many  changes  which 
continually  take  place. 

With  change,  however,  comes  concern  for  the  effect  of  that  change. 
This  concern  manifests  itself  in  many  forms:  Congressional  investiga- 

tions, General  Accounting  Office  audits.  Department  of  Defense  committees 
editorial  comments,  and  just  plain  conversation  in  military  dining 
facilities  on  the  subject  of  any  particular  change — these  are  common 
and  expected.  The  "Old  Guard"  will  invariably  maintain  that  change  is 
coming  about  too  fast.  The  younger  professional  will  often  maintain  that 
change  is  too  slow. 

The  increase  of  women  in  the  army  is  no  exception.  Concern  has  been 
and  is  being  expressed  on  the  implications  of  drastically  increasing  the 
numbers  of  women  in  the  US  Army.  Many  of  the  implications  are  obvious: 
housing  constraints,  potential  problems  with  fraternization,  a female's 
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willingness  to  fight  if  required,  women’s  physical  limitations  regarding 
difficult  tasks,  the  Army's  ability  to  provide  proper  uniforms,  female 
entrance  into  previously  exclusive  realms  of  the  male  soldier  such  as 
the  US  Military  Academy,  command  of  men,  etc.  Other  areas  may  not  be 
so  obvious.  Training  requirements  for  military  males  on  techniques  of 
serving  with  or  for  the  female  soldier,  and  attitudes  of  the  male  a°d 
female  soldier  regarding  the  change  in  the  work  situation  are  just 
several  of  the  potential  problem  areas  that  nay  need  review. 

Conversely,  it  is  very  possible  that  certain  areas  felt  to  be  of 
concern  turn  out  to  be  unworthy  of  that  concern. 

It  is  the  purpose  of  this  student  research  project  to  identify  and 
report  on  what  training,  utilization,  and  attitudinal  problems  actually 
do  confront  the  US  Army  with  the  expanding  use  of  women  in  the  Army. 

It  is  not  the  purpose  of  the  report  to  defend  or  refute  the  decision 
to  expand  the  role  of  women  in  the  US  Army. 

This  report  is  intended  to  focus  attention  on  the  actual  problems 
facing  the  Army  with  the  expanded  role  of  the  female  soldier,  and  to 
reduce  the  attention  paid  to  problems  which  appear  to  be  worse  than  they 
really  arc.  This  is  necessary  if  we  want  to  avoid  these  problems,  or 
want  to  avoid  having  them  thought  of  as  problems  when  they  really  are 
not . 
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CHAPTER  II 


METHOD  AND  APPROACH  TO  SOLVING  THE  PROBLEM 

The  total  problem  of  the  roles  of  women  in  the  Army  must  be  narrowed 
in  order  to  reach  conclusions  which  are  manageable.  Therefore,  research 
and  data  collection  were  concentrated  into  five  general  areas:  (1) 

factors  encountered  in  maintaining  the  female  force  through  enlistment 
and  reenlistment;  (2)  the  acceptability  of  women  as  managers;  (3)  factors 
affecting  the  training  of  women;  and  (4)  factors  affecting  their  utiliza- 
tion; and  (5)  organizational  charges  in  policy,  attitude,  and  structure. 

The  research  group  consisted  of  one  faculty  member  (the  group 
adviser)  and  eight  students  at  the  US  Army  War  College.  The  group 
contained  officers — Army  colonels  and  lieutenant  colonels,  and  one 
US  Navy  commander — with  a broad  spectrum  of  background  and  experience. 

By  specialty,  the  group  breakdown  was  as  follows:  one  MSC  officer; 
two  AGC;  two  Infantry;  one  Air  Defense  Artillery;  two  Field  Artillery; 
and  one  US  Naval  aviator. 

The  general  method  was  to  test  the  attitudes  of  a wide  sample  of 
Army  personnel,  both  men  and  women,  officer  and  enlisted.  Attitudes  of 
the  sample  were  determined  principally  by  free  interviews,  formal  inter- 
view schedules,  and  questionnaires.  Additional  factual  data,  obtained 
primarily  by  free  interviews  and  collection  of  documents  (policy  state- 
ments, studies,  etc.)  were  gathered  to  explain  statistical  trends  which 
were  revealed  by  numerical  analysis  of  the  questionnaires. 

Three  questionnaires  were  administered,  dealing  with  (1)  factors 
affecting  the  training  and  utilization  of  women;  (2)  attitudes  toward 
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women  a*  managers;  and  (3)  factors  encountered  in  maintaining  the 
female  for through  enlistment  and  reenlistment.  The  table  on  the 
following  page  shows  the  characteristics  of  each  sample. 

Free  interviews  were  held  with  officials  (officer  and  enlisted) 
iron  Headquarters,  Department  of  the  Army,  down  to  unit  level.  The 
principal  purpose  of  these  interviews  was  to  gather  data  (including 
documentation)  on  local  policy  and  conditions  pertaining  to  the 
expanded  use  of  women  in  the  Array.  As  discussed  above,  this  data 
assisted  in  the  explanation  of  statistical  trends.  Interviews  were 
held  with  male  and  female  officers  serving  as  staff  personnel  and  as 
commanders.  Enlisted  personnel,  both  male  and  female,  in  the  lower 
ranks  were  also  interviewed. 

The  following  table  shows  the  different  types  of  installations 
visited.  At  these  installations  there  was  a vide  variety  of  units, 
from  those  found  at  a training  center  to  the  smallest  combat  units. 
Shown  are  the  numbers  of  instances  when  five  types  of  data  were 
collected:  (1)  free  interviews  (including  collection  of  documentation) 

(FI);  (2)  formal  interview  schedules  concerning  factors  affecting  the 
training  of  women  (IS);  (3)  questionnaires  on  factors  affecting  the 
training  and  utilization  of  women  (T&UQ) ; (A)  questionnaires  on  atti- 
tudes toward  women  as  managers  (MQ) ; and  (5)  questionnaires  on  factors 
encountered  in  maintaining  the  female  force  through  enlistment  and 
reenlistment  (RQ) . 


A 


INSTALLATION  # OF  PEOPLE 


VISITED 

VISITING 

FI 

IS. 

T&UQ 

M$ 

m 

Ft  Bragg 

1 

8 

11 

200 

35 

0 

Ft  Dix 

1 

5 

1 

93 

0 

0 

Ft  Meade 

1 

18 

0 

0 

0 

0 

Ft  Jackson 

2 

25 

10 

200 

39 

86 

Ft  Lee 

2 

4 

7 

100 

181 

0 

Ft  McClellan 

1 

10 

10 

200 

154 

107 

Ft  Eustis 

2 

3 

6 

100 

134 

0 

Ft  Bliss 

1 

5 

0 

0 

305 

0 

MILPERCEN 

3 

10 

0 

0 

0 

0 

Army  Rsch  Inst 

1 

2 

0 

0 

0 

0 

HQDA 

3 

20 

0 

0 

0 

0 

HQTRADOC 

2 

3 

0 

0 

0 

0 

The  objective  of  data 

collection 

and  analysis  was 

to  learn 

the 

strength?  and  problems,  from  an  atwitudinal  point  of  view,  associated 
with  the  expanded  use  of  women.  Factual  and  policy  data  gathered  by 
free  interviews  were  used  to  explain  the  numerical  trends  in  attitudes 
revealed  by  the  questionnaires.  As  a result,  observations  were  develope* 
which  can  be  used  by  future  researchers  as  a basis  for  further  investi- 
gation . 
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CHAPTER  III 


INTERVIEW  RESULTS 
INTRODUCTION 


The  methodology  used  in  this  project  included  the  conduct  of  in- 
depth  interviews  with  Army  officials  at  Headquarters,  Department  of 
the  Army;  the  U.S.  Army  Military  Personnel  Center;  The  U.S.  Army 
Research  Institute  for  the  Behavioral  and  Social  Sciences;  and  with 
officers  and  enlisted  personnel  at  various  Army  installations  in 
CONUS.  In  conjunction  with  the  interviews,  various  statistical  data 
and  documents  pertinent  to  the  research  were  also  collected  for 
analysis . 

The  purpose  of  the  interviews  was  to  examine  current  and  proposed 
Army  policies  which  affect  the  management  of  women  in  the  Army.  Signifi- 
cant changes  in  personnel  policies  governing  the  management  of  women 
were  also  examined,  with  the  objective  of  determing  their  impact  on 
the  role  of  women  in  the  Army.  Additionally,  an  effort  was  made  to 
determine  problems  that  may  be  encountered  in  the  future  as  a result 
of  changes  in  Army  policies  pertaining  to  the  utilization  and  the 
role  of  women. 

This  chapter  summarizes  the  results  of  the  various  interviews. 
Additionally,  the  rationale  for  certain  policies,  problems  encountered 
in  the  WAC  expansion  program,  the  utilization  of  women  in  the  Army, 
and  the  forces  which  could  necessitate  future  changes  in  the  roles  of 
women  will  be  briefly  discussed. 
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OVERALL  POLICY 


In  1969,  a Department  of  Defense  Human  Goals  Statement  declared 

that  the  Defense  Department  will  strive: 

To  provide  opportunity  for  everyone,  military 
and  civilian,  to  rise  to  as  high  a level  of 
responsibility  as  possible,  dependent  only  on 
individual  talent  and  diligence; 

To  make  military  and  civilian  service  in  the  Depart- 
ment of  Defense  a model  of  equal  opportunity  for  all 
regardless  of  race,  sex,  creed  or  national  origin, 
and  to  hold  those  who  do  business  with  the  Depart- 
ment to  full  compliance  with  the  policy  of  equal 
employment  opportunity. 

Secretary  of  Defense  James  R.  Schlesinger  has  stated  that  the 

Defense  Department  is  committed  to  the  concept  of  equal  opportunity 

for  women  in  the  service.  Specifically,  he  stated: 

My  policy  is  to  eliminate  all  unnecessary  dis- 
tinction in  regulations  applying  to  servicewomen 
and  to  assure  that  women  are  accorded  both  equal 
opportunity  and  treatment  in  the  military. 

The  Array  has  also  stated  a deep  commitment  to  the  concept  of 
equal  opportunity  for  women  in  the  Army.  In  determining  the  numeri- 
cal requirements  and  the  role  of  women,  the  Army  considered  several 
factors.  These  factors  are  based  on  the  premise  that  the  primary 
mission  of  the  Army  is  combat,  and  that  the  United  States  does  not 
countenance  the  use  of  women  in  direct  combat  roles.  Accordingly, 
a minimum  number  of  men  will  be  needed  to  maintain  the  Army's 
combat  effectiveness.  The  current  Army  policy  is  to  recruit,  to 
the  maximum  possible  extent,  consistent  with  overall  personnel  require- 
ments, those  women  who  are  best  qualified  to  be  effective  soldiers. 


RECENT  CHANGES  IN  POLICIES 


To  provide  for  equal  opportunity  and  better  utilization  of  women, 
the  Army  has  revised  many  of  the  policies  that  once  served  to  deny  women 
equal  opportunity  or  restrict  their  utilization.  Among  the  actions  taken 
were  these: 


. Passage  of  a public  law  that  removed  restrictions 
on  the  promotion  of  women  officers  and  eliminated  a 
two  percent  female-content  ceiling. 

. A Supreme  Court  ruling  that  declared  unconstitutional 
the  law  that  denied  married  servicewomen  the  same  family 
entitlements  as  their  male  counterparts. 

. Passage  of  legislation  equalizing  age  and  parental 
consent  requirements  for  men  and  women. 

. Increase  in  the  number  of  military  occupational 
specialties  (MOS)  open  to  women  from  183  in  fiscal 
1972  to  430  in  fiscal  1974,  with  only  37  close-combat 
specialties  closed. 

. Changes  in  law  and  policy  to  permit  women's 
participation  in  Junior  and  Senior  ROTC,  to  include 
scholarships . 

. Greatly  increased  participation  by  women  in  the 
U.  S.  Army  Reserve. 

. Organization  of  the  first  WAC  training  battalion 
in  the  Army  Reserve. 

. For  the  first  time  in  history,  enlistment  and 
commissioning  of  women,  other  than  nurses,  in  the 
Army  National  Guard. 

. Integration  of  skills  training  for  women  with 
similar  skills  training  for  men. 

. Change  of  policy  to  permit  women  to  command  men, 
except  in  combat  units. 

. Opening  Army  aviation  to  women. 

. Change  of  policy  to  permit  women  officers  to 
attend  the  senior  service  schools. 
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. Integration  of  WAC  officer  training  into  male  basic 
officer  courses  except  infantry,  field  artillery,  armor 
and  air  defense. 

. Permanent  detail  of  all  WAC  officers  to  other  branches 
of  the  Army,  except  infantry,  field  artillery,  armor  and 
air  defense. 

. All  enlistment  and  reenlistment  options  opened  to 
women,  except  combat  options. 

. Equalization  of  enlistment  qualifications,  except 
for  justifiable  or  valid  differences. 

. All  courses  of  instruction  formerly  closed  to  women 
opened,  except  combat  arms  and  the  T.S.  Military 
Academy. 

. Women  made  fully  participating  members  of  promotion 
and  school  selection  boards. 

. Increase  in  basic  training  capability  of  WAC  Center 
and  School  from  6,000  to  12,000  annually. 

. Activation  of  a WAC  basic  training  brigade  at  a 
second  location  for  the  first  time  since  World  War  II, 
thereby  increasing  the  total  annual  training  capa- 
bility for  women  to  about  24,000. 

. Increase  in  the  number  of  positions  on  manning 
documents  eligible  to  be  filled  by  women  from  19,000 
in  June  1972  to  160,800  in  June  1974. 

. Implementation  of  a comprehensive  program  to  improve 
and  address  needed  additions  to  women’s  uniforms. 

. Elimination  of  policies  that  precluded  married 
women  from  applying  for  enlistment  or  appointment  and  which 
forced  discharge  of  women  who  became  pregnant  or  had 
minor  children. 

. Adjustment  of  housing  policies. 

. Adjustment  of  dependency  policies. 

. Participation  by  women  in  Army  athletics  programs 
formerly  closed,  such  as  track  and  field. 

. Plan  to  increase  the  number  of  enlisted  women  in 
the  Army  from  12,400  in  fiscal  1972  to  50,000  by  the 
end  of  fiscal  1979,  the  first  expansion  of  WAC  utili- 
zation in  a peacetime  environment. 
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. Organization  of  a WAC  expansion  steering  committee 
to  monitor  the  present  program  and  changes  for  future 
years . 


WAC  EXPANSION  PROGRAM 


In  1972,  the  Secretary  of  the  Army  approved  a plan  that  doubled  the 
rate  at  which  women  were  to  be  enlisted  in  the  Array.  A new  plan  was 
devised  in  1973  as  a result  of  the  rapid  increase  of  identifiable  jobs 
for  women,  success  in  female  recruiting,  and  the  increasing  desire  of 
women  to  remain  in  the  service.  Consequently,  the  General  Officer  WAC 
Expansion  Steering  Group  was  established  to  expedite  the  development  of 
a new  plan.  This  group  met  weekly  and  consisted  of  a select  group  of 
officers  from  the  Army  staff  and  major  field  commands.  The  group 
developed  a new  plan,  approved  in  October  1973,  which  provided  for 
increasing  the  number  of  WAC's  in  the  Army  to  50,400  by  end  of  FY  79. 

In  addition,  the  General  Officer  WAC  Expansion  Steering  Group  resolved 
problems  encountered  in  the  rapid  increase  of  women  in  the  Army.  The 
Group  now  meets  monthly  to  monitor  the  present  program  and  to  consider 
changes  for  future  years.  The  Group  also  n itors  a progrira  to  review 
all  Army  policies,  procedures  and  regulations  with  a view  toward  eliminating 
male/female  differences,  or  ensuring  that  the  differences  are  based  on 
military  necessity.  The  capability  of  this  group  to  eliminate  red  tape, 
resolve  problem  areas,  and  insure  the  expeditious  and  efficient  accom- 
plishment of  the  WAC  expansion  program  is  noteworthy. 
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PENDING  LITIGATION 


The  members  of  the  research  team  were  briefed  by  a lawyer  from  the 
Army  General  Counsel  Office  regarding  a pending  civil  suit  (Barbara 
Parise,  et  al,  Plaintiffs  VS  James  R.  Schlesinger,  et  al,  Defendants). 
The  suit  is  based  on  the  different  enlistment  standards  required  for 
women  as  compared  to  those  for  men.  In  an  affidavit  submitted  to  the 
U.  S.  District  Court  for  the  District  of  Columbia,  Brigadier  General 
James  M.  Wroth,  Chairman  of  the  General  Officer  WAC  Expansion  Steering 
Committee,  outlined  the  Army’s  rationale  for  the  different  standards 
(Incl  1).  The  affidavit  also  states  the  Army  policy  pertaining  to  the 
utilization  of  WAC’s  and  gives  an  overview  of  the  following: 

a.  The  history  of  the  present  WAC  Expansion  Program. 

b.  How  the  1973  plan  derived  a goal  of  approximately 
50,400  women. 

c.  The  reasons  why  the  increase  to  50,400  women  was 
spacei  out  over  six  years. 

d.  The  Army’s  present  status  concerning  computation  of  the 
number  of  women  needed  by  the  Army. 

e.  The  Army’s  successes  and  efforts  to  increase  the  number 
of  women  in  the  Army. 

The  conclusions  contained  in  the  affidavit  are  as  follows: 

a.  The  United  States  Army  is  a combat  force  dedicated 

to  the  defense  of  the  United  States. 

b.  No  armed  1 orce  in  the  western  world  today, 

including  Israel,  trains  women  for  combat  or 

assigns  them  to  combat  roles. 
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c.  Our  calculations  center  on  the  combat  soldier. 

But,  consistent  with  his  needs,  we  are  expandirg 
the  role  of  women  in  today1 s Army. 

, d.  Our  approach  is  not  irrational  and  discriminatory 
but  is  based  on  military  necessity.  We  are  concerned, 
as  is  every  employer,  that  we  employ  hi  chest 
quality  people  available. 

MAXIMUM  NUMBER  OF  WOMEN  IN  THE  ARMY 

p 

In  November  1974,  the  Army  Staff  was  tasked  to  address  the  manage- 
ment  problems  raised  as  a result  of  expanded  number  of  MOS  in  which 
women  may  now  serve,  and  the  prohibition  against  women  in  certain 
combat  MOS.  The  objective  was  to  determine  by  MOS  how  many  women  can 
serve  in  each  kind  of  unit  in  the  total  force  structure  under  wartime 
and  peacetime  conditions.  TRADOC  was  tasked  by  DA  to  ‘'undertake  a 
doctrinal  evaluation  of  Category  II  and  Category  III  unit  Tables  of 
Organization  and  Equipment,  both  Active  Army  and  Reserve  Components, 
to  determine  the  maximum  number  of  female  soldiers  who  can  be  assigned 
at  any  one  time  without  degrading  the  unit’s  capability  to  perform  its 
assigned  mission."  TRADOC  was  provided  the  Army’s  policy  governing 
assignment  and  utilization  of  women,  together  w’ith  six  assumptions. 

The  TRADOC  study  arrived  at  the  Pentagon  during  the  research  group’s 
visit,  and  it  had  not  yet  been  reviewed  by  the  DA  staff.  A copy  of  the 
study  was  obtained  by  the  members  of  the  research  team  who  visited 
TRADOC.  The  TRADOC  report  is  attached  as  Inclosure  2. 

Action  officers  at  DA  stated  the  TRADOC  report  will  be  staffed  with 
the  major  commands.  Units  will  then  be  formed,  including  the  designated 
number  of  women,  and  will  be  tested  to  determine  if  they  are  appropriately 
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staffed  to  provide  required  combat  ef f ectivenss . TRADOC  will  also 
review  the  classification  of  units  with  regard  to  category,  to  determine 
if  units  now  Category  II  should  be  made  Category  I,  or  vice-versa.  The 
aforementioned  TRADOC  study  will  also  be  used  to  construct  a computer 
model  to  determine  the  number  of  women  which  should  be  accepted  in 
each  allowable  MOS. 

In  addition  to  the  TRADOC  study,  the  US  Army  Research  Institute  has 
also  been  tasked  to  "review  MTOE  (CAT  I and  CAT  II)  as  well  as  TDA,  and 
derive  principles  which  can  be  applied  by  type  unit  and  MOS  to  determine 
the  optimum  number  of  women  that  can  be  assigned  and  retain  the  full 
stated  mission-capability  of  that  unit.  It  is  also  desirable  to  be  able 
to  determine  what  would  be  the  results  of  overfill  or  underfill  on  the 
optimum  number (s) . " When  the  research  group  visited  the  Institute,  the 
ARI  study  was  in  its  very  early  stages.  The  approach  being  considered 
included  the  development  of  a questionnaire  to  obtain  data  concerning 
supervisors1  attitudes,  and  the  development  of  a tasking  list  of  duties 
which  are  commonly  performed  by  enlisted  personnel  in  all  MOS  (i.e., 
guard  duties,  Charge  of  Quarters,  etc.). 

MILPERCEN  has  also  been  tasked  to  develop  a model  to  compute  by 
MOS  the  maximum  female  content  and  training  ceiling.  The  model  developed 
was  the  WEEM  Model  (Woman's  Enlisted  Expansion  Model),  which  is  a manage- 
ment tool  basing  its  computation  on  a manager’s  input  criterion  to 
determine  the  desirable  female  enlistment  objective.  The  WEEM  model 
will  interface  with  the  TRADOC  study. 
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ATTRITION  RATE 


Interviews  in  DCSPER  revealed  that  the  attrition  rate  for  women 

volunteers  in  the  first  three  years  Is  much  higher  than  for  men,  due 
* 

almost  exclusively  to  marriage  and  pregnancy.  The  Army  is  considering 
a policy  change  which  will  allow/encourage  more  women  who  have  children 
to  remain  in  service;  this  may  result  in  the  attrition  rate  for  women 
becoming  much  less  than  for  men.  The  retention  rate  for  women  after 
the  first  three  years  is,  paradoxically,  higher  than  for  men,  and  is 
due  to  a great  extent  to  the  higher  enlistment  standards  for  women. 

• " . o • 

PREGNANCY  POLICY 

Pending  policy  changes  for  pregnancy,  hardship  and  medical  disquali- 
fication were  discussed  with  DA  action  officers.  Policy  will  shortly  be 
changed  to  preclude  the  discharge  of  women  because  of  pregnancy.  Also, 
policy  is  being  considered  which  will  defer  p egnant  women  from  overseas 
assignment  until  after  childbirth.  Further,  change  in  policy  is  being 
considered  to  equalize  treatment  of  "sole  parent, " whether  male  or 
female . 

• ROTC 

Women  in  ROTC  was  discussed  at  length.  The  five-year  test  program 
which  consisted  of  ten  institutions  in  1972  was  extended  to  all  ROTC 
host  institutions  in  1973.  The  first  female  lieutenants  from  ROTC  will 
graduate  in  June  1976.  A brief  summary  of  policies  governing  women  in 
ROTC  and  a potential  problem  area  are: 
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--  Women  already  In  ROTC  will  not  be  required  to  part  it  fp.it  i 
in  arms  qualification;  new  entrants  will  be  required  to  participate, 
but  will  not  be  required  to  pass  qualification. 

— Pregnancy  is  not  a reason  for  elimination;  however,  a 
woman  may  not  join  the  program  if  she  is  already  pregnant. 

— Women  began  ROTC  in  Fall  1972.  Initially,  212  were 
enrolled  in  what  began  as  a 5-year  test  program.  In  1973  the  test  was 
abandoned,  women  in  ROTC  was  made  permanent,  and  the  figure  rose  to 
6,500  female  members  by  Fall  1974. 

— In  1975,  women  will  go  to  their  first  ROTC  summer  camp  at 
four  locations. 

— Presently,  there  are  four  means  by  which  women  may  obtain 
a commission: 

1.  JR-SR  PROGRAM  at  colleges  - selectees  must  attend  a 
four-week  summer  '.ourse  at  Ft.  McClellan. 

2.  DIRECT  - for  those  with  special  and  needed  skills. 

3.  ROTC  - when  first  women  get  commissioned  via  this 
method  (1976),  program  //I  above  will  be  dropped. 

4.  OCS. 

One  possible  problem  area  may  be  that  the  Army  wTill  eventually 
acquire  too  many  female  officers  through  the  ROTC  program. 

WAC  MONITORING  OFFICE 

MILPERCEN  has  established  a new  staff  office  to  monitor  personnel 
actions  involving  WAC's.  The  office  monitors  personnel  actions  of  both 
officer  and  enlisted  women,  and  maintains  statistical  dala  so  that 
MILPERCEN  can  determine  whether  women  receive  the  same  career  oppor- 
tunities as  men. 
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TRAINING 


A large  majority  of  personnel  in tervieved , particularly  officers 

and  NCO's,  stated  that  women  are  more  responsive  to  most  training  than 

are  men.  Although  weapons  firing  is  not  yet  mandator^,  , most  women  arc 
/ 

volunteering  to  file  the  M-16  rifle. 

There  is  high-^evel  concern  regarding  field  training  and  mainte- 
nance of  privacy  for  women  in  the  field.  But  there  is  doubt  by  young 
enlisted  men  that  women  pull  their  fair  share  of  duties  in  the  field, 
and  concern  that  women  should  not  be  exempted  from  field  duties. 

Training,  with  the  exception  of  basic  training  for  women  and  basic 
combat  training  for  men,  is  integrated.  Comments  pertaining  to  training 
currently  conducted  at  two  Army  installations  are  as  follows: 

— Percentages  of  women  in  various  courses  varied  a great  deal. 
In  the  AIT  courses  at  one  installation,  it  was  50  percent  and  ranged 
from  10  to  14  percent  for  the  officer  courses. 

— In  all  courses  except  one,  the  qualification  for  entry  is 
identical  for  both  male  and  female.  However,  these  particular  MOS’s 
require  no  unusual  physical  skill.  Most  instructors  interviewed 
indicated  that  in  general,  enlisted  women  did  a little  better  than 
enlisted  men  in  formal  schooling.  This  could  be  related  to  the  fact 
that  all  women  accepted  into  the  Army  must  be  high  school  graduates. 

The  only  course  that  issued  a waiver  for  females  was  the  rigger  school 
at  Ft  Lee:  since  women  are  not  as  strong  as  men  in  the  upper  torso 

area,  a waiver  of  the  pull-up  requirements  was  granted  for  females. 

The  waiver  was  not  a complete  elimination  of  the  requirement,  but  only 
a modification  to  the  extent  that  a female  trainee  must  only  demonstrate 
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enough  strength  to  ensure  her  own  safety  while  participating  in  the 
rigors  of  parachute  jumping. 

— In  the  "white  collar"  specialties,  such  as  stock  control 
and  other  logistic  and  quartermaster  functions,  there  were  no  problems 
except  in  one  area:  in  the  Ccbra  Crew  Chief  training,  the  physical 

inability  of  most  female  trainees  to  do  heavy  lifting  was  noted.  This 
physical  shortcoming  creates  several  problems:  most  females  will  insist 

on  doing  the  work  themselves,  and  can  possibly  ba  hurt  or  damage  valuable 
equipment.  If  they  do  accept  help  from  others,  it  ties  up  two  people  in 
what  is  otherwise  considered  to  be  a one-man  job. 

— One  other  difference  in  training  takes  place  in  officer 
courses.  Females  are  prohibited  from  taking  offensive  combat  training, 
a requirement  for  male  officers. 

— The  attitude  of  male  trainees  appears  to  improve  with  the 
Introduction  of  females  into  the  class.  There  is  an  initial  period  of 
awkwardness,  but  as  students  get  to  know  each  other,  the  classroom 
warms  up.  Male  students,  after  this  warming  up  period,  seem  to  enjoy 
having  female  students  around.  Instructors  also  state  that  mixed 
classes  are  more  pleasant  to  teach  than  those  made  up  completely  of 
males  or  females.  Another  benefit  of  mixed  classes  seems  to  be  a 
higher  degree  of  accomplishment.  Instructors  also  think  that  males 
try  harder,  so  as  not  to  be  outdone  by  females.  It  has  been  noted 
that  the  percentage  of  female  honor  graduates  is  lower  than  the 
percentage  of  females  enrolled  in  the  class. 

— In  general,  the  attitudes  of  women  have  changed  a great 
deal  since  introduction  into  previously  all-male  MOS*s.  Most  of  those 
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interviewed  did  not,  however,  feel  it  was  the  opening  of  MOS's  that 
caused  the  change  in  attitude,  but  the  change  in  attitude  that  caused 
the  openings.  The  average  woman  in  the  Army  today,  whether  she  admits 
it  or  not,  is  influenced  by  the  womens  liberation  movement,  and  her 
attitude  reflects  this.  Women  would  like  to  be  able  to  volunteer  for 
anything  they  feel  qualified  for,  such  as  combat  arms,  but  at  the  same 
time  they  do  not  want  DA  to  arbitrarily  assign  them  to  such  MOS's. 

STAFF  INTERVIEWS 

At  most  Army  installations  visited,  interviews  were  conducted 
with  principal  staff  officers  and  unit  commanders.  Comments  from  staff 
officers  and  unit  commanders  were  similar  at  most  installations.  A 
summary  of  interviews  conducted  at  one  installation,  which  represents 
typical  comments  received,  is  as  follows: 

--  Interview  with  male  major:  Women  must  be  assigned 

selectively  with  regard  to  physical  strength.  Women  in  medical 
battalions  are  not  strong  enough  to  lift  litters  and  erect  flASH 
hospitals.  A greater  share  of  heavy  work  causes  discontent  among  the 
men.  Commanders  must  provide  separate  billeting  facilities  for  women 
in  the  field,  and  must  watch  them  carefully.  Female  physiology  makes 
for  a "built-in  sick  book."  There  should  be  a course  to  teach  men  how 
to  i ie  women  in  their  units.  Women  should  be  integrated  into  their 
units  and  should  be  kept  separate  only  as  necessary.  Competition  with 
the  men  is  a good  feature  of  having  women  in  the  units.  The  women  are 
better  parachute  packers  than  men.  Competition  n . 's  men  more  productive. 
Having  women  in  units  causes  administrative  headaches. 
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— Interview  with  male  major:  Women  are  much  better  clerk- 


typists  than  men;  however,  their  productivity  drops  to  unacceptable 
levels  in  the  field.  This  is  due  to  stamina,  strength,  and  physical 
problems.  More  facilities  and  security  are  required  for  women  in  the 
field.  Rear  area  security  problems  increase  in  the  combat  zone  when 
many  women  are  employed. 

— Interview  with  female  major:  Women  take  advantage  of  the 

system  to  obtain  time  off  and  even  reenlistment  bonuses  which  they 
will  never  earn.  Women  demand  better  facilities — both  in  garrison 
and  the  field.  This  way,  the  men  will  also  get  better  facilities. 
Pregnancy  reduces  the  deployability  of  the  female  force.  Women  para- 
chute riggers  are  not  strong  enough  to  rig  heavy  loads.  Our  signal 

unit  did  not  want  to  take  its  women  to  the  field.  Now  they  do,  and 

the  women  live  in  pup  tents.  Every  unit  that  receives  women  must  go 

through  an  evolution.  The  biggest  problem  at  this  installation  is 
that  women  parachutists  want  to  wear  the  maroon  beret. 

— Interview  with  female  major:  An  18-year-old  man  enlists 

for  adventure.  The  women  enlist  to  escape  parental  control  and  to  find 
a husband.  High  female  attrition  can  be  curtailed  by  leadership  and 
by  not  paying  women  for  excessive  time  lost  due  to  pregnancy.  Female 
riggers  should  not  be  given  the  MOS  if  they  are  not  physically  capable. 
About  10  percent  of  the  women  have  minor  dependents.  It  is  psychologi- 
cally better  for  both  sexes  to  have  men  and  women  integrated  in  the 
units.  Women  mentally  don't  want  to  get  dirty.  The  Army  has  treated 
women  fairly.  When  women  are  excessively  absent,  the  men  are  left  holding 
the  bag  and  arc  very  unhappy.  Getting  women  through  the  first  year  is 
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the  critical  thing.  Most  women,  with  minor  dependents,  are  not  doing 
well.  Forty- five  percent  women  in  any  unit  in  a combat  zone  is  too  much. 
The  unit  would  not  bo  able  to  protecL  itself.  The  male  1st  Sergeant  Is 
doing  a speadid  job  supervising  WAC’  . tie  1st  Sergeant  thinks  women 
should  replace  men  in  combat,  as  in  the  old  days,  and  that  the  Army  is 
going  overboard  on  women. 

— Interview  with  male  LTC:  Special  Forces  (SF)  TOE's  should 

not  have  women.  An  SF  unit  may  be  forward  of  brigade  rear  boundary. 
Personnel  in  operations  base  are  replacements  for  forward  team.  Women 
are  not  physically  strong  enough  for  SF  operation.  Civil  Affairs  (CA) 
and  Psychological  Operations  (Psy  Ops)  units  have  the  same  problem. 

Most  of  their  teams  may  he  required  to  go  forward  of  brigade  rear 
boundary.  CA/Psy  Ops  units  can  tolerate  sizable  numbers  of  women 
if  they  are  put  in  the  right  place.  TRADOC  has  recommended  to  DA: 

No  women  in  SF  units. 

— Interview  with  a male  colonel:  His  women  lose  a lot  of 
time  due  to  pregnancy.  Women’s  absenteeism  and  inability  to  do  hard 
or  isolated  labor  cause  dissatisfaction  among  the  men.  There  is  a 
vast  difference  in  quality  among  women.  Some  of  them  are  "damned” 
good.  Billeting  in  the  field  and  field  sanitation  are  big  problems, 
especially  for  small  units. 

— Interview  with  a male  commander:  Women  are  not  physically 

capable  in  SF  operation.  Only  one  out  of  13  of  his  women  would  be 
deployable.  He  could  use  women  only  if  they  were  "force  fed."  Absentee- 
ism is  a great  probiem.  One  girl  was  absent  1 04  days  for  pregnancy. 

"No  way  1 could  deploy  out  of  here  with  girls."  They  are  better  than 
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nobodv  at  all,  but  in  the  field  they  night  be  worse  than  nobody. 

— Interview  with  company  1st  sergeant:  He  has  five  women 

assigned.  He  billets  48  women  from  other  units.  Of  the  53  women,  there 
were  four  illegitimate  pregnancies  in  the  last  six  months.  The  girls 
drive  him  crazy  over  little  things;  e*8«»  one  went  to  the  IG  over  not 
enough  hot  water.  Discipline  is  no  problem  with  women.  Women  seem  to 
him  to  be  civilians  in  uniform.  Women  don't  pull  their  share  of  extra 
duties.  He  has  a high  opinion  of  nurses  in  the  field.  The  Army  should 
enforce  current  policies  that  pertain  to  women.  Most  men  can  find 
something  good  to  say  about  women.  He  believes  there  are  places  for 
them  in  the  Army. 


VARIETY  OF  VIEWS  AMONG  OFFICERS 


Views  among  male  and  female  officers  regarding  the  use  of  women  in 
the  Amy  vary  greatly.  Examples  of  some  of  the  views  of  officers  inter- 
viewed are  contained  in  the  following  quotes: 

o Women  should  be  afforded  the  opportunity  to  enter  the 
combat  arms--but  they  should  not  be  involuntarily 
subjected  to  combat. 

o Women  deserve  all  the  privileges  and  opportunities  that 
male  soldiers  have — women  chould  be  given  no  special 
considerations,  and  should  not  be  treated  as  'mascots' 
by  male  soldiers. 

o Women  cannot  do  all  the  jobs  men  can  do,  because  of 
strength  limitat ions--the^efore , it  nay  be  impossible 
for  women  to  replace  men  on  a one-for-one  basis. 

o Current  Army  policies  on  restricting  women  from  certain 
jobs  are  discriminatory  and  will  eventually  5e  ruled 
illegal  by  the  courts. 

o Women  will  be  in  the  service  academies  within  2-3  years. 
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o Only  a fool  would  try  to  fill  the  Army’s  jobs  with 
women,  if  sufficient  males  are  available — women  are 
of  less  value  as  soldiers  since  they  can’t  perform 
a combat  function;  and,  they  have  a higher  loss  rate, 
with  correspondingly  lower  productivity. 

MAJOR  PROBLEM  AREAS  IN  f TAC  EXPANSION 

Based  on  the  interviews,  it  was  determined  that  the  Army  has 
encountered  four  major  problems  in  the  expansion  of  women  in  the  Army. 
These  problems  are  (1)  enlisting  women  into  non t radi tional  MOS ; (2) 
shortage  of  uniforms;  (3)  shortage  of  WAC  NCO’s;  and  (4)  court  cases 
initiated  to  obtain  equal  treatment  for  women  and  men. 

COMBAT  AND  WEST  POINT 

Based  on  discussions  with  action  officers  and  review  of  Army 
policies,  it  appears  that  the  policies  restricting  women  from  combat 
MOS’s  and  attendance  of  women  at  the  US  Military  Academy  are  not  subject 
to  reconsideration,  unless  the  Amy  is  forced  to  reconsider  by  outside 
pressure.  The  Army  feels  that  the  courts  or  Congress  will  not  mandate 
the  use  of  women  in  combat. 

There  are  doubts  as  to  what  the  court  rulings  will  be  concerning 
the  admission  of  women  to  the  US  Military  Academy.  The  issue  will 
probably  be  decided  in  court,  unless  it  is  previously  ruled  on  by 
Congress.  As  indicated  in  an  article  contained  in  Am>  Times,  27  Nov- 
ember 1974,  whoever  decides  the  issue  has  at  least  three  problems  to 
resolve:  first,  the  nature  of  combat  must  be  defined  and  women’s  place 

in  it;  second,  public  attitudes  on  the  use  of  ’.omen  must  be  determined; 
and  third,  a decision  must  be  made  whether  the  contention  that  the 
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Military  Academy  exists  only  to  train  combat  leaders  is  valid. 


The  Array  In  part  bases  its  position  on  not  using  women  in  combat 
on  the  premise  that  the  public  will  not  accept  the  use  of  women  In  a 
combat  role.  No  recent  research  on  public  attitudes  concerning  this 
problem  has  been  conducted  and  there  are  no  plans  for  conducting  such 
research.  Findings  from  such  research  could  give  credence  to  the  Army 
position,  if  the  results  were  that  the  public  does  not  desire  women 
in  combat  roles. 


SOME  UNANSWERED  QUESTIONS 

Why  women  in  the  Army?  Do  they  free  more  men  for  combat,  the 
historical  reason  for  the  WAC?  Is  it  a responsibility  of  today*s  raore 
liberated  woman  to  contribute  to  the  defense  of  the  free  world?  Is  it 
a responsibility  of  the  DOD  to  sexually  integrate  the  Armed  Forces? 

With  the  change  to  an  all-volunteer  force,  is  it  too  difficult  to 
sustain  the  force  only  with  men?  When  the  recruiting  objectives  for  men 
were  not  being  met,  political  pressure  to  meet  those  objectives  may  well 
have  dictated  that  all  actions,  to  include  enlistment  of  women,  be 
taken.  A decision  made  in  bad  times,  however,  may  be  looked  at  with 
a different  perspective  in  relatively  good  times  when  male  recruiting 
is  meeting  its  goal. 

Is  It  all  worth  the  effort  in  terms  of  dollars  spent  in  expanding 
training  facilities,  dollars  spent  in  equipping  a female  force,  dollars 
spent  in  refurbishing  housing  to  accommodate  women,  dollars  spent  in 
increased  or  diverted  medical  care  for  uniquely-f emale  reasons? 

One  could  question  the  basic  decision  to  increase  the  utilization  0f 

women.  A higher  percentage  of  females  are  ineligible  to  reenlist  upon  completi« 
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of  their  first-term  of  service,  as  compared  with  the  male  soldier.  A 
higher  percentage  of  women  than  men  fail  to  complete  their  first  enlist- 
ment. Only  13  percent  of  the  women  separated  in  FY  74  had  completed  a 
full  tour.  Females  are  more  difficult  to  recruit;  therefore,  most 
recruiters  tend  to  concentrate  on  male  recruiting.  Over  30  percent  of 
the  females  separated  in  FY  74  were  separated  prior  to  the  expiration 
of  their  term  of  service  for  family  considerations. 

Physical  constraints  on  the  part  of  the  female  soldier  could  also 
be  said  to  hamper  overall  efficiency.  Those  duties  which  require 
difficult  physical  labor  invariably  result  in  calling  on  a man  for 
assistance,  or  detailing  more  women  to  accomplish  the  task,  thus 
degrading  efficiency.  Classic  examples  of  this  can  be  found  in  mainte- 
nance and  medical  units. 

Statistics  indicate  that  perhaps  the  question  of  equal  pay  for 
equal  work  should  be  reversed  to  require  equal  work  for  equal  pay. 

In  FY  74,  as  a percentage  of  total  separations,  nine  percent  of  enlisted 
women  were  separated  to  accept  commissions  or  warrants.  Only  .6  percent 
of  the  enlisted  men  had  this  distinction.  Over  86  percent  of  women 
separated  in  FY  74  received  honorable  discharges,  compared  with  male 
soldiers  receiving  only  73  percent.  This  could  tend  to  support  a 
commonly-heard  contention  from  enlisted  men  that  supervisors  tend  to 
be  "easier"  on  the  female  soldier.  A review  of  grades  held  at  time  of 
retirement  further  supports  a contention  that  equal  work  for  equal  pay 
may  become  the  male  soldier's  by-word.  During  the  past  four  fiscal 
years,  63  percent  of  females  retired  in  the  top  three  enlisted  grades; 
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only  60  percent  of  males  retiring  during  the  same  period  achieved  these 
levels . 

It  could  be  said  that  the  expansion  of  the  role  of  women  in  the  Army 
is  an  expensive  national  policy  that  cannot  be  financially  justified  at 
a time  when  the  recruitment  of  male  soldiers  is  sufficient  to  meet  the 
needs  of  the  Army,  Social  and  political  reasons,  however,  may  well  over- 
ride the  financial  cost,  but  that  is  a decision  to  be  made  by  other  than 
the  military. 
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CHAPTER  IV 


SURVEY  RESULTS 

THE  EFFECTS  OF  THE  EQUAL  RIGHTS 
AMENDMENT  OK  ASSIGNMENT  POLICIES  FOR  WOMEN 


The  rapid  and  extensive  expansion  of  the  number  of  women  in  the  Army 
has  created  significant  logistical  and  administrative  problems.  The  most 
traumatic  problem  in  this  age  of  equal  rights  and  equal  opportunity  for 
women,  however,  concerns  the  Army's  utilization  and  assignment  policies. 
Essentially,  these  policies  allow  women  to  be  assigned  to  all  but  36 
military  occupational  specialties  (MOS)  which  involve  varying  degrees 
of  exposure  to  combat  and  prohibit  their  assignment  to  the  combat  arms 
or  to  deployable  combat  arms  units.  These  policies  gallantly  avoid 
exposing  women  soldiers  to  some  of  the  direct  horrors  of  war,  but  they 
create  two  other  significant  problems.  First,  by  denying  women  assign- 
ment to  those  MOS  involving  some  direct  exposure  to  combat,  the  question 
of  equal  treatment  for  men  and  women  becomes  a debate  between  chivalry 
and  hypocrisy  and  will  probably  result  in  legal  action  by  some  combat- 
hesitant  male  soldier,  who  questions  whether  it  is  better  for  a man  to 
be  killed  or  wounded  than  a woman.  Additionally,  there  is  some  question 
as  to  the  validity  of  some  of  the  36  MOS  being  denied  to  women.  It  might 
seem  reasonable  to  expect  that  a woman  soldier  could  perform  the  duties 
of  MOS  13E — Field  Artillery  Fire  Direction  Assistant;  MOS  82C — Artillery 
Surveyor;  MOS  17K — Cround  Surveillance  Radar  Crewman;  any  of  the  eight 
MOS  pertaining  to  the  maintenance  and  repair  of  various  missile  systems; 
and  possibly  as  crewpersons  on  Sergeant,  Lance,  and  Pershing  missile 
sys  terns . 
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The  second  significant  problem  created  by  this  policy  concerns 
denying  women  assignment  to  deployable;  combat  arms  units.  Women  are 
now  being  trained  for  many  MOS  which  are  organic  to  combat  arms  units; 
e.g.,  supply  specialists,  wheeled-vehicle  mechanics,  radio  mecharies, 
radio  operators,  and  drivers.  By  relegating  women  trained  in  these 
specialties  to  combat  support  and  combat  service  support  units,  the 
Army  is  severely  limiting  its  flexibility  in  personnel  assignments,  is 
denying  women  a number  of  the  more  senior  skill  levels  in  tho*=e  MOS  for 
which  they  could  compete,  and  is  increasing  the  exposure  time  in  combat 
for  those  male  soldiers  who  have  MOS  which  are  also  held  by  women.  The 
same  combat-hesitant  male  soldier  may  also  legally  question  the  justice 
of  giving  a woman  the  same  rank  and  pay  as  a man  when  her  service  and 
potential  are  limited  by  her  inability  to  go  into  combat. 

Ratification  of  the  27th  Amendment  to  the  Constitution  or  related 
legal  actions  may  very  well  force  the  Army  to  drastically  alter  its 
current  assignment  policies.  If  this  a lmost-cer tain  situation  develops, 
it  raises  the  question  of  whether  women  will  continue  to  volunteer  in 
large  numbers  for  the  Army  if  they  know  they  will  be  subject  to  essen- 
tially the  same  assignment  policies  as  men.  To  determine  if  the 
potential  for  such  a problem  exists,  a brief  ten-item  attitude 
questionnaire  (Inclosure  3)  was  prepared  and  administered  to  193  Regular 
Army  female  soldiers  undergoing  basic  training  at  Fort  Jackson,  South 
Carolina,  and  Fort  McClellan,  Alabama.  These  recent  voluntary  accessions 
were  considered  to  be  the  most  valid  sample  group  to  answer  questions 
concerning  acceptance  of  various  assignment  policies  and  their  impact 
on  the  women's  decision  to  enlist.  The  questionnaire  surveyed  the 
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attitudes  of  women  on  a wide  range  of  possible  assignment  policies 
varying  from  prohibiting  the  assignment  of  women  to  an  active  combat 
theater  to  involuntarily  assigning  them  to  any  duty  for  which  they  were 
mentally  and  physically  qualified.  The  average  age  of  the  respondents 
was  20.67  years  with  1.54  months  of  servic'  The  adjectival  responses 
of  the  questionnaire  were  converted  to  a numerical  scale  for  purposes 
of  computer  analysis.  The  "Strongly  Agree"  opinion  was  given  a value 
of  1,  with  progressively  increasing  values  up  to  6 for  "Strongly  Disagree." 
The  specific  results  of  the  questionnaire  are  as  shown  with  the  question- 
naire at  Inclosure  3. 

The  strongest  opinions  expressed  were  on  question  #3,  which  dealt 
with  women  being  allowed  to  volunteer  for  the  combat  arms.  When  compared 
with  the  average  response  to  question  ff 5,  it  appears  that  women  want  to 
be  able  to  volunteer  eor  any  duty  of  their  own  choosing,  but  object  to 
being  forced  into  those  duties.  This  conclusion  is  in  agreement  with 
the  findings  of  a number  of  interviews  and  informal  conversations  with 
women  of  all  ages  and  ranks. 

The  second  strongest  opinion  concerned  question  ff  1.  The  average 
newly-enlisted  woman  feels  that  she  should  be  subject  to  assignment  to 
an  active  combat  theater. 

The  bulk  of  the  remaining  questions  deal  with  various  possible  duty 
assignment  policies.  Women  generally  agree  with  being  required  to 
qualify  with  an  individual  weapon  to  allow  them  to  participate  in  the 
defense  of  their  units.  However,  they  increasingly  disagree  with  being 
placed  in  duty  assignments  (questions  6 through  9)  which  put  them 
progressively  closer  to  direct  combat  duties.  The  responses  indicate 
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that  the  average  woman  is  willing  to  accept  duty  assignments  involving 
indirect  combat,  and  combat  support  down  to  company  level,  but  does  not 
feel  that  she  should  be  assigned  to  positions  involving  direct  combat. 

A further  analysis  of  the  results  indicates  that  the  average  newly- 
enlisted  woman  does  not  have  strong  views  on  any  of  the  various  assign- 
ment policy  changes  that  could  result  from  passage  of  the  Equal  Rights 
Amendment  (ERA).  The  final  question  concerns  willingness  to  reenlist 
if  women  are  subject  to  involuntary  assignment  to  any  duty  position  for 
which  they  are  qualified.  Their  average  response  of  3.49  and  the  median 
coefficient  of  3.55  indicate  that  passage  of  the  ERA  could  result  in 
some  losses  in  female  accessions  and  retentions.  To  determine  the 
possible  magnitude  of  these  losses,  an  analysis  'as  made  of  the  responses 
"Strongly  Agree"  and  "Agree,"  which  show  an  unwillingness  to  reenlist  if 
a policy  of  involuntary  assignment  to  any  duty  position  for  which  they 
were  fully  qualified  was  implemented.  Of  the  193  responses,  43  indicated 
"Strongly  Agree"  and  28  indicated  "Agree."  The  implication  is  that  a^ 
totally  indiscriminate  assignment  policy,  based  only  on  mental  and 
physical  qualifications,  has  the  potential  of  reducing  female  accessions 
and  retentions  by  about  one-third.  A separate  computer  analysis  was 
made  of  the  answers  to  the  other  9 questions  by  the  43  women  who  responded 
to  the  last  question  as  "Strongly  Agree."  On  each  of  the  other  9 questions, 
these  women  were  consistently  less  militant  than  the  average,  indicating 
that  their  response  to  the  last  question  was  not  whimsical.  This  is  the 
most  significant  conclusion  of  this  portion  of  the  study  of  the  role  of 
women  in  the  Army.  It  deserves  further  study  and  analysis  of  the  possible 
impact  of  ERA  on  the  viability  of  the  US  Army  if  a large  segment  if  it  is 


female . 
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TRAINING  AND  UTILIZATION  OF  WOMEN 


With  the  expanded  role  of  women  in  the  Army,  little  has  been 
accomplished  in  determining  the  real  attitudes  of  both  officer  and 
enlisted  men  and  women  toward  training  and  utilization.  To  this  end, 
a survey  was  developed  and  administered  at  six  installations  to  the 
following  overall  popuJation: 


Male  officers  96 
Female  officers  79 
Male  enlisted  339 
Female  enlisted  287 


Total  801 


A copy  of  the  survey  is  at  Inclosure  4.  Detailed  results  of  the 
responses  to  each  question  are  shown  at  Inclosure  5. 

This  survey  must  be  considered  exploratory  in  that  it  covers  a 
broad  range  of  subject  areas  and  does  not  single  out  specific  areas 
and  examine  them  in  depth.  However,  it  is  felt  that  it  does  provide  an 
accurate  overview  of  the  attitudes  of  various  groups  toward  specific 
areas  that  deserve  additional  study  and  examination.  The  survey  was 
designed  to  determine  attitudes  and  does  not  in  any  way  question  the 
validity  of  current  policies,  but  rather  attempts  to  show  how  the  people 
who  are  affected  by  these  policies  perceive  them. 

An  examination  of  the  overall  results  of  the  survey  indicates  that 
female  officers  have  the  most  liberal  or  progressive  attitudes  toward 
the  role  of  women  in  the  Army.  Female  enlisted  soldiers  appear  to  have 
a more  conservative  attitude,  particularly  in  areas  that  require  their 
participation  in  tasks  that  previously  they  did  not  perform. 
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The  response  to  each  question  was  based  on  an  adjectival  scale 
which  was  then  converted  to  numerical  values.  The  scale  used  with 
assigned  numerical  values  was  as  follows: 

L_U ( 2 ) ( 3 ) ( 4 ) LAX 

Strongly  Agree  Agree  Disagree  Disagree  Strongly 

Agree  Slightly  Slightly  Disagree 

The  first  question  was  developed  to  determine  attitudes  on  permitting 
women  to  volunteer  for  the  combat  arms.  The  only  group  in  favor  of  this 
action  were  female  officers,  and  then  only  slightly  so;  the  average 
response  of  this  group  was  2.8  on  the  previously  mentioned  scale.  In 
response  to  the  same  question,  male  officers  scored  3.9  and  represented 
the  group  that  was  most  strongly  against  such  a policy. 

Another  interesting  area  was  that  of  changing  physical  requirements 
for  an  MOS  to  permit  women  to  enter  the  particular  specialty.  All  groups 
disagreed  with  such  a concept.  Another  directly  related  question  stated 
that  if  physical  standards  were  reduced  for  women,  they  should  also  be 
reduced  to  accommodate  men;  again,  the  attitude  of  all  groups  was  against 
such  a program.  It  is  felt  that  this  is  a significant  area,  in  that  all 
groups  reflect  strong  feelings  that  in  order  to  hold  any  job,  the  perron-- 
male  or  female--mus t possess  the  physical  capability  to  perform  all  tasks 
required  of  that  job. 

There  were  two  other  areas  of  interest,  one  dealing  with  mandatory 
arms  qualification  for  women,  and  the  other  with  women  being  required  to 
perform  all  extra  duties  that  their  male  counterparts  perform.  All  groups 
except  enlisted  women  were  in  favor  of  such  policies;  whereas  enlisted 
women  were  the  only  dissenters,  it  must  be  borne  in  mind  that,  as  a group. 
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they  would  be  most  directly  affected  by  such  changes. 

Other  observations  reveal  that  men  believe  women  receive  preferential 
treatment  while  undergoing  training.  Also  significant  is  the  belief  among 
all  groups  that  women  with  dependents  should  not  be  given  preferential 
treatment  over  their  male  counterparts,  and  that  women  with  children 
should  be  permitted  to  remain  on  active  duty. 

In  the  area  of  management,  a series  of  measured  attitudes  reflected 
how  various  groups  felt  about  women  being  supervised  by  men,  women  being 
supervised  by  women,  and  lastly,  men  being  supervised  by  women.  Our 
data  indicate  that  the  attitudes  of  all  groups  reflect  that  women  do 
not  object  to  being  supervised  by  men  or  women;  but  conversely,  all 
groups  reflect  an  attitude  that  men  do  resent  being  supervised  by  women. 

The  following  reflects  the  results  of  the  survey: 

1.  Women  resent  being  supervised  by  men  — 

Average  male  response  * 4.11  (67%  in  disagree  group) 
Average  female  response  « 4,87  (85%  in  disagree  group) 

2.  Women  resent  being  supervised  by  women  — 

Average  male  response  - 3.86  (63%  in  disagree  group) 
Average  female  response  * 4.08  (62%  in  disagree  group) 

3.  Men  resent  being  supervised  by  women  — 

Average  male  response  * 2.88  (69%  in  agree  group) 

Average  female  response  ■ 2.46  (81%  in  agree  group) 
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ATTITUDES  TOWARD  WOMEN  AS  MANAGERS 


Introduct  loji 

In  analyzing  the  long-range  changes  that  may  result  from  Increasing 
the  number  of  women  in  the  Army,  one  fact  became  obvious:  an  increasing 

number  of  women  officers  will  contend  for  managerial  positions.  If  they 
are  not  allowed  to  assume  such  positions,  the  consequences  nay  be  serious. 
In  order  to  study  this  problem,  the  faculty  research  adviser  administered 
a questionnaire  (Inclosure  6)  that  evaluated  the  attitudes  held  by  officers 
(and  sergeants  major)  toward  women  as  managers. 

Method 

A scale  was  used  which  was  a 21-item  questionnaire  originally  designed 

and  standardized  by  Peters,  Terborg  and  Taynor  at  Purdue  University.  It 

measures  the  respondents*  agreement  or  disagreement  with  questions  that 

ask  about  the  managerial  skills  of  women  (assertiveness,  competitiveness, 

ambition,  ability  at  mathematics),  their  acceptability  as  managers,  and 

the  degree  to  which  their  feminine  qualities  (child  care,  menstruation, 

pregnancy,  alleged  emotionalism,  etc.)  are  seen  as  an  asset  or  hindrance 

to  their  managerial  performance.  The  questionnaire  was  originally  given 

to  345  male  and  196  female  college  students,  who  obtained  the  following 

scores  on  a scale  where  147  is  the  maximum  possible  score  indicating  the 

most  favorable  attitude  towards  women: 

Male  College  Students  - 109.15 
Female  College  Students  - 152.27 

This  same  questionnaire  was  given  in  our  study  to  950  Army  officers, 
of  whom  632  were  men  and  218  were  women.  The  sample  included  officers 
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attending  basic  and  advanced  courses,  the  Command  and  General  Staff 
College,  and  the  Army  War  College.  It  also  included  officers  of  all 
ranks  from  second  lieutenant  to  colonel.  In  addition,  the  sample 
included  officers  serving  in  combat  and  combat  support  arms. 

Results 

Results  from  the  survey  were  similar  to  the  findings  with  the 

original  sample  of  college  students.  The  scores  of  male  and  female 

Army  officers  were: 

Male  officers  - 110.52 
Female  officers  - 136.89 

It  is  clear  from  these  scores  that  male  officers  have  much  less  favor- 
able attitudes  toward  women  as  managers  than  female  officers  do.  Men 
"slightly1'  agree  that  women  should  be  managers,  while  women  "strongly" 
agree  that  women  should  be  managers.  The  scores  of  male  officers  do 
not  differ  significantly  from  those  of  male  college  students,  but  the 
female  officers  show  a significantly  more  favorable  attitude  toward 
women  as  managers  than  is  shown  by  female  college  students.  Thus  it 
appears  that  those  women  who  enter  the  Army  as  officers  are  even  more 
favorably  inclined  toward  the  concept  of  managerial  roles  for  women 
than  are  typical  female  college  students.  These  female  officers  thus 
represent  a special  group  of  women  with  strong  managerial  Interests. 

It  was  thought  that  there  might  be  differences  among  the  attitudes 
of  male  officers  toward  women  as  managers  if  we  studied  older  officers, 
higher  ranking  officers,  and  combat  arms  officers.  This  did  not  turn  out 
to  be  true.  The  attitudes  of  male  officers  toward  women  as  managers  were 
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not  related  to  age,  rank,  or  branch  of  service  of  these  officers;  this 
suggests  that  the  attitudes  male  officers  have  about  women  as  managers 
are  fairly  well  formed  by  the  time  they  reach  adult  life  and  are  neither 
changed  greatly  thereafter  as  a result  of  longer  service  nor  affected  oy 
the  branch  in  which  they  have  served.  In  the  same  way,  it  was  found  that 
older  female  officers  of  higher  rank  had  the  same  overall  attitudes  toward 
women  as  managers  as  are  held  by  younger  female  officers. 

In  an  attempt  to  learn  why  men  are  less  favorable  toward  women  as 
managers,  the  scores  of  male  and  female  officers  were  compared  for  each 
of  the  21  questions  in  the  scale.  On  all  questions,  men  were  less  favor- 
able than  women  were  coward  women  as  managers.  However,  the  differences 
between  men  and  women  were  largest  on  those  questions  which  discussed 
the  unique  or  al legedly-unique  feminine  attributes  of  women  which  the 
men  felt  reduced  the  capacity  of  women  to  be  managers.  Such  questions 
dealt  with  pregnancy,  the  alleged  greater  emotionality  of  women,  problems 
alleged  to  be  associated  with  menstruation,  loss  of  femininity  among 
female  executives,  and  the  assumed  preferability  of  having  women  care 
for  their  children  rather  than  work  outside  the  home.  On  these  matters, 
the  male  officers  regarded  women  managers  as  quite  handicapped,  whereas 
the  women  officers  did  not  agree  that  these  situations  were  handicapping. 

CONCLUSIONS  AND  IMPLICATIONS 

It  is  clear  from  these  data  that  male  and  female  officers  have 
very  different  attitudes  about  the  desirability  and  capability  of  women 
to  serve  as  managers.  The  men  are  much  less  willing  to  concede  that 
women  can  be  good  managers,  and  they  are  particularly  apt  to  attribute 
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women*s  incapacity  to  such  factors  as  menstruation,  pregnancy,  loss  of 
femininity,  "excessive"  susceptibility  to  emotionality,  and  the  conflict- 
ing need  to  care  for  children.  This  attitude  on  the  part  of  male  officers 
is  remarkably  similar  to  that  found  among  male  college  students.  Moreover, 
the  intensity  of  this  attitude  is  very  similar  among  male  officers  of  all 
ranks,  and  it  is  just  as  strong  among  combat  support  officers  as  it  is 
among  combat  arms  officers. 

Women  officers  see  the  problem  quite  differently.  They  believe  even 
more  strongly  than  female  college  students  that  women  can  be  capable 
managers,  and  that  matters  such  as  pregnancy,  menstruation,  and  child 
care  do  not  present  major  obstacles. 

Because  of  these  differences  in  attitude,  some  degree  of  conflict 
between  male  and  female  officers  seems  probable,  since  women  will  con- 
tinue to  seek  positions  of  responsibility  for  which  male  officers  feel 
they  are  not  qualified.  This  conflict  will  become  particularly  strong 
if  women  officers  remain  in  service  and  rise  to  positions  of  higher  rank 
in  large  numbers.  They  will  then  contend  f“>r  the  already-limited  number 
of  more  responsible  positions  which  are  available.  If  women  attain  these 
positions,  the  men  may  resent  it;  if  the  women  fail  to  get  these  positions, 
they  will  resent  it.  In  either  case,  problems  loom  on  the  horizon. 

In  order  to  avoid  such  problems,  action  will  need  to  be  taken  to 
examine  and  modify  the  attitudes  of  both  men  and  women.  Are  the  men 
showing  an  unreasonable  prejudice  which  will  diminish  as  they  observe 
women  serving  successfully  as  managers?  If  so,  then  if  women  demonstrate 
their  competence,  prejudice  against  them  will  decrease.  Are  the  men 
going  to  act  on  the  basis  of  their  present  attitudes  and  openly  or 
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covertly  block  the  advancement  of  women?  If  so,  they  will  be  violating 
military  policy  and  the  law,  and  problems  are  bound  to  follow.  Are  women 
going  to  discover  that  pregnancy,  child  care,  and  the  problems  involved 
in  meeting  the  dual  responsibilities  of  career  and  marriage  are  really 
more  serious  handicaps  than  they  have  been  willing  to  admit?  If  so, 
then  they  will  either  have  to  lower  their  expectations  or  seek  help  in 
the  form  of  child  care  services,  more  appropriate  assignment  policies 
for  husbands  and  wives,  modified  career  patterns  for  women,  etc.,  which 
will  allow  women  to  serve  successfully  at  higher  levels  of  responsibility. 

In  summary,  the  differing  attitudes  of  male  and  female  officers 
indicate  that  problems  are  likely  to  arise  in  the  future  as  more  and 
more  women  seek  to  be  military  managers.  To  avoid  such  problems,  it 
will  be  necessary  to  deal  with  the  attitudes  of  both  men  and  women, 
and  to  provide  women  with  any  special  assistance  they  may  require  in 
order  for  them  to  have  the  best  chance  of  functioning  successfully  in 
managerial  roles. 
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CHAPTER  V 


SUMMARY  AND  RECOMMENDATION 

As  can  be  readily  expected  when  surveying  a wide  spectrum  of  a 
particular  population,  many  views  appear  at  both  ends  of  the  spectrum. 

It  is  particularly  pleasing  to  observe,  however,  that  in  general 
the  WAC  expansion  program  has  gone  exceedingly  well.  Credit  for  this 
success  must  be  given  to  the  entire  Array  establishment,  with  particular 
credit  to  the  General  Officer  Steering  Group  appointed  by  the  DCSPER/DA, 
which  managed  to  use  its  influence  to  expedite  policies  and  actions 
through  the  bureaucracy.  The  positive  attitudes  witnessed  within  TRADOC 
must  also  be  given  credit  for  achievements  reached  at  this  stage  of  the 
expansion  program.  However,  some  caution  must  be  expressed,  and  actions 
taken  to  preclude  this  moving  train  from  foundering  near  the  end  of  the 
1 ine . 

Evidence  is  readily  apparent,  as  previously  recorded  at  the  conclu- 
sion of  World  War  II,  that  success  in  training  is  not  determined  by  sex. 
Rather,  success  is  determined  by  insuring  that  an  individual  is  quali- 
fied mentally  and  physically  prior  to  entrance  Into  training,  whether 
the  entrant  is  male  or  female.  The  question  then  becomes,  what  qualifica- 
tions are  necessary  to  perform  the  duties  of  a particular  MOS , not 
whether  or  not  a female  can  do  a particular  job.  In  defining  the 
requirements  of  a particular  MOS,  the  entire  spectrum  of  that  MOS  must 
be  analyzed,  to  include  the  requirements  for  field  duty  and  suscepti- 
bility for  such  additional  duties  as  guard,  KP , charge  of  quarters,  etc. 
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With  a determination  of  this  sort,  the  question  of  equal  pay  for 
equal  work  will  become  moot,  except  for  t lie  sociological  question  of 
whether  or  not  women  should  go  Into  combat.  With  the  inherent  possi- 
bility that  most  males  are  susceptible  to  combat  duty,  and  the  female 
not  susceptible  to  that  possibility,  the  question  of  equal  pay  for 
equal  work  will  forever  be  prevalent  in  the  mind  of  the  male  soldier. 

The  opinion  of  many  of  our  congressional  and  military  leaders 
regarding  our  society’s  alleged  lack  of  acceptance  of  American  women 
in  combat  is  suspect.  Analysis  of  data  gathered  by  this  research  group 
tends  to  indicate  that  such  a perception  is  not  necessarily  true. 

It  does  not  appear  to  be  a question  of  whether  women  can,  will, 
or  should  fight  but,  rather,  a question  of  will  they  be  allowed  to 
fight  or  be  put  into  a position  where  they  may  have  to  fight.  This 
attitude  is  obvious  with  the  female  officer;  however,  the  new  young  female 
recruit  has  no  apparent  inclination  to  partake  in  the  combat  environment 
on  an  involuntary  basis. 

It  is  apparent  to  this  research  group  that,  with  a few  minor 
exceptions,  the  traditional  problems  of  expansion  (housing,  training, 
and  clothing)  have  been  or  are  in  the  process  of  successful  resolution. 
Further  study  and  definitive  action  is  required  in  what  may  be  defined 
as  nont radi tional  areas. 

Of  greatest  need  is  further  attention  to  the  two  inclusive  areas 
of  efficiency  and  morale.  It  is  apparent  that  certain  functions  cannot 
be  accomplished  on  a one-for-one  basis  when  comparing  the  male  and 
female.  Staffing  criteria  must  be  altered,  or  work  requirements 
changed,  to  accommodate  the  deficiencies  in  physical  capabilities  and 
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lost  time  peculiar  to  the  female.  Additional  training  appears  to  be 
the  solution  to  what  we  chose  to  identify  as  the  implications  of  morale 
in  the  expanded  female  force.  There  is  a definite  indication  that  a 
large  percentage  of  male  supervisors  are  insufficiently  trained  to 
properly  supervise  a female  subordinate.  This  inability  is  particularly 
apparent  in  the  work  environment,  where  female  soldiers  are  fairly  new 
to  the  organization;  it  is  a point  of  irritation  to  both  the  male  and 

female  soldier  when  they  see  a female  soldier  "putting  it  over"  on  the 

boss  or  being  excessively  protected  by  a supervisor.  It  was  apparent 
to  the  study  group,  however,  that  this  situation  is  seldom  encountered 

at  those  installations  which  have  had  a significant  number  of  female 

soldiers  assigned  over  a long  period  of  time. 

In  the  final  analysis,  what  the  research  group  has  attempted  to  do 
is  to  surface  some  of  the  long-standing  irritants  concerning  the  utili- 
zation of  women  in  the  US  Army,  and  to  examine  the  whole  subject  from 
an  impartial  and  aloof  viewpoint.  The  group  has  not  tried  to  "take 
sides";  rather,  it  has  tried  to  approach  the  problem  from  the  overall 
standpoint  of  what  is  best  for  the  US  Army.  Wherever  possible,  the 
group  has  also  tried  to  identify  incipient  problems  or  irritants,  in 
an  effort  to  help  inform  the  Army’s  decisionmakers  of  the  future. 

The  research  group  fully  realizes  that  the  period  of  time  allotted 
to  this  study  is  insufficient  to  uncover  all  possible  problem  areas 
concerning  women  in  the  Army.  We  make  no  claim  to  having  all,  or  even 
most,  of  the  answers.  Accordingly,  it  is  recommended  that  other  groups 
continue  to  research  the  subject  in  an  attempt  to  further  resolve  the 
various  issues  involved  in  such  a complex  subject. 
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UNITED  STATES  DISTRICT  COUUT 
KOK  THE  DISTRICT  OF  COLUMBIA 


BARBARA  PARISH,  ct  al.  , ) 

Plaintiffs,  ) 

) 

v.  > 

) 

JAMES  R.  SCHLES1NGER.  ct  al.  . ) 

Defendants.  ) 


Civil  Action  No.  74-1896 


AFFIDAVIT 


1.  Brigadier  General  James  M.  Wroth,  being  first  duly  sworn,  do 
state  that  1 am  presently  Director  of  Plans.  Programs  and  Budget. 

Office  of  the  Deputy  Chief  of  Staff  for  Personnel.  Department  of  the 
Army,  and  Chairman  of  the  General  Officer  Women's  Army  Corps  (WAC) 
Expansion  Steering  Committee,  the  Pentagon.  Washington.  D.  C.  (Enclosure 
A.  Biographical  Sketch) 

This  affidavit  recites  those  factors  used  to  determine  the  number  of 
women  that  are  presently  and  ,n  the  near  future  to  be  recruited  for  the 
Army.  For  the  most  part  the  factors  stem  from  two  premises:  that  the 

primary  mission  of  the  Army  is  combat,  and  that  our  country  at  this  time 
in  history  docs  not  countenance  the  use  of  women  in  direct  combat  roles. 
Accordingly,  a minimum  number  of  men  are  required  to  maintain  a state 
of  constant  combat-readiness.  Because  of  statutory  personnel  ceilings, 
there  is  a corresponding  maximum,  number  of  women  that  the  Army  can 
assimilate  and  utilise  in  any  given  period.  We  establish  female  recruiting 

objectives  in  accordance  with  these  constraints. 

The  Secretary  of  the  Army  has  a policy  that  we  should  recruit,  to  the 
maximum  possible  extent  consistent  with  . :r  personnel  requirements, 
those  who  are  the  best  qualified  to  be  effective  soldiers.  Experience 
has  taught  us  that  aptitude  test  scores  and  educational  attainments  are 
good  indicia  of  soldier  potential.  Accordingly,  within  each  class  of 
potential  enlistees  - both  men  and  women  - we  nave  set  our  standards 
as  high  as  possible.  Thus  far  we  have  been  able  to  fulfill  our  female 
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recruiting  goals  using  standards  that  arc  somewhat  higher  than  those 
used  to  ensure  the  recruiting  of  .id equate  numbers  of  men. 

J.  The  History  of  the  present  WAC  Expansion  Program. 

In  August  of  19/2,  Secretary  of  the  Army  Froehlke  approved  a plan 
that,  among  other  things,  doubled  the  rate  at  which  women  were  to  be 
enlisted  into  the  Army.  ( Enclosure  11).  This  plan  was  in  some  ways  a 
cautious  one  as  the  Army  had  no  recent  experience  in  integrating  a 
large  number  of  women  into  iur  predominantly  male  force.  There  were 
serious  doubts  among  many  of  our  ex  per ienced  commanders  and  personnel 
managers  that  we  could  recruit,  train,  house,  clothe,  and  properly  utilize 
such  a rapid  and  large  increase  i;i  the  number  of  women. 

By  the  spring  of  1973,  the  rapid  increase  of  identifiable  jobs  for 
women,  the  success  in  female  r cr ruiting,  and  the  increasing  desire  of 
women  to  remain  in  the  service  made  it  apparent  that  the  August  1972 
plan  had  underestimated  our  ability  to  attract  and  utilize  women.  Thus, 
in  July  1973,  a select  group  of  officers  from  the  Army  Staff  and  from  major 
field  commands  began  a series  of  weekly  meetings  to  expedite  the  develop- 
ment ol  a new  plan.  This  group,  the  General  Officer  WAC  Expansion 
Steering  Group,  was  initially  chaired  by  Major  General  Eugene  P. 
Forrester  and  has  continued  under  my  chairmanship  since  his  departure 
in  October  of  1973. 

A new  plan  was  developed,  (Enclosure  C)^and  it  was  approved  in 
October  19  73.  The  plan  v/as  to  raise*  WAC  enlisted  strength  from  the 
1972  level  of  12,  300  to  approximately  50,  *100.  Additionally,  the  maximum 
number  we  co«:ld  a ssimilate  per  year  was  determined,  and  enlistment 
quotas  set  accordingly.  The  figure  for  this  fiscal  year,  for  example, 
was  17,  200. 
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II.  How  the  1973  Plan  Derived  a Goal  of  Approximately  SO,  4 00  Women. 

The  initial  premise  for  the  1973  plan  was  that  the  mission  of  the  Army 
is  combat.  A corollary  was  that  our  nation  at  this  time  in  history,  as  with 
every  other  nation  in  the  western  world,  does  not  condone  the  use  of  women 
in  direct  combat  roles.  (Enclosure  D,  Memorandum  from  the  Deputy  Chief 
of  Staff  for  Personnel,  26  April  1973;  Enclosure  E,  extract  of  testimony  of 
Secretary  of  the  Army  Callaway  before  the  House  Armed  Services  Committee, 

14  February  1974  )4  It  was  and  is  my  opinion,  and  that  of  the  Steering  Com- 
mittee, that  the  interests  of  the  United  States  would  not  be  furthered  by 
placing  women  in  a direct  combat  role. 

The  second  premise  was  that  there  are  legislative  limitations  upon 

* 

the  number  of  people  we  can  have  in  the  Army.  Within  this  limitation 
the  Army  must  necessarily  ensure  that  minimum  combat  personnel 
requirements  arc  satisfied.  Many  interrelated  factors  were  considered 
in  this  calculation.  The  first  is  obvious:  Only  men  may  serve  in  the 
36  skills  that  are  associated  with  combat  and  close  combat  support, 
or  in  jobs  in  the  remaining  skill  areas  that  are  in  combat  units.  The 
second  factor  was  that,  in  consideration  of  privacy  of  the  sexes,  there 
arc  some  jobs,  such  as  barracks  sergeant  for  male  training  units,  that 
are  unsuitable  for  women,  just  as  there  are  some  unsuitable  for  men. 

Those  jobs  that  could  be  occupied  ii.ter changeably  by  men  or  women 
were  specifically  so  identified.  Third,  and  not  as  obvious,  w* * **s  that 
promotion  opportunity  and  stateside  duty  rotation  must  be  preserved  for 
combat  soldiers.  There  arc  large,  set  requirements  for  combat  soldiers 
overseas  and  in  the  higher  enlisted  grades.  To  make  mobility  of  all  kinds 
for  all  types  of  soldiers  equal,  the  numbers  ef  men  and  women  »n  lower 
ranks  by  skill  and  stateside  assignments  wer  •.  made  proportional  to  the 
numbers  in  higher  ranks  and  in  overseas  assignments.  The  most  restrictive 
of  these  constraints  by  skill  established  the  minimum  requirement  for  men, 
and  thereby  the  maximum  number  of  women,  for  entry  into  each  skill.  The 
skills  were  then  totalled  and  enlistment  goals  were  set,  considering, 

^Public  Law  93-365. 

**Army  Regulation  611-201,  Chapter  4,  1 October  1973.  (Enclosure  F). 
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of  course,  short  ratine  factors  such  as  the  many  open  positions  in  higher 
grades  that  would  take  a few  years  to  fill  and  the  retention  of  many 
women  past  their  first  term  of  service.  As  the  rationality  of  the 
procedure  depends  upon  these  factors,  they  are  described  in  more  detail. 

Each  unit  within  the  Army  has  an  authorization  document  that  details 
by  rank  and  skill  each  job  within  that  unit.  $ Each  job  was,  and  is,  coded: 
male,  only,  female  only,  or  male  or  female  interchangeable.  (Enclosure  H, 
Army  Regulation  (00-200,  1 1 \ chiding  change,  da.od  1 6 Dec  1974).  T 1 i c coding 
was  none  by  local  commanders,  pursuant  to  instructions  that  their  effort 
was  to  be  directed  at  opening  positions  for  women,  not  closing  positions 
to  them.  ( Enclosure  I ). 

Criteria  for  coding  the  jobs  were  as  follows: 

1.  In  a comoat  unit,  all  positions  were  coded  male  only.  This, 

included  jobs  that  could  he  interchangeable  in  another  type  unit:  Com- 

pare, for  example,  a jeep  driver  in  a rifle  company  (male  only  because 
of  the  mission  of  the  unit)  with  a jeep  driver  at  a training  center  (inter- 
changeable). 

2.  Positions  requiring  the  30  combat  skills  were  coded  male  only. 

“I  Ins  included  positions  in  units  whose  mission  is  not  actual  combat: 
for  example,  an  instructor  of  infantry  unit  tactics  at  a training  center. 

3.  Positions  where  privacy  of  the  sexes  is  important  were  coded 
cither  male  only  or  female  only:  for  example,  a barracks  sergeant  in  a 
female  Basic  Training  Company  was  coded  female  only. 

4.  Other  positions  were  coded  interchangeable. 

In  July  1?72,  there  were  only  19,000  j>ositions  that  were  coded  as 
interchangeable  or  as  female  only.  In  conjunction  with  the  initial  WAC 

Army  Uegulation  310-4'*.  (See  Enclosure  G). 

* ^ The  Army  Authorization  Documents  System  Data  B*  sc.  Headquarters, 
Department  of  the  Army,  United  States  Army  Management  Systems  Support 
Agency  (June  1972,  June  197  3,  June  1974,  Dec  1974). 


43 


expansion  program,  a concerted  effort  was  undertaken  to  identify 
additional  interchangeable  positions.  (Enclosure  1).  To  this  end, 
a report  (Enclosure  J,  The  Army  Authorization  Documents  System 
Summary  Interchangeable  Report,  see  especially  the  last  page)  was 
and  is  prepared  quarterly  to  inform  personnel  managers  of  new  spaces 

designated  interchangeable.  In  July  1973,  when  the  second  WAC  expan- 

♦ 

sion  plan  was  formulated,  there  were  53,  588  jobs  suitable  for  women. 
This  factor  was  the  dominant  one  in  most  job  skills  and  hence  was  the 
predominant  factor  behind  the  increased  50,400  goal. 

The  next  factor  considered  was  that  the  Army  personnel  system  must 
ensure  equal  career  progression  within  each  skill  for  soldiers,  men  and 
women,  combat  and  non-combat,  and  must  ensure  that  Army  combat 
needs  in  higher  ranks  are  fulfilled.  The  Army  has  nine  enlisted  grades 
or  ranks:  El  through  E9.  Male  only  positions  had  been  designated  for 
each  grade  within  each  skill  or  military  occupational  specialty.  Tho 
following  example  from  the  current  grade  structure  shows  the  differing 
ratio  by  grade  of  male  only  positions  for  track  vehicle  mechanics: 

Ratio  of 

Total  Male  Only  Male  Only 

Jobs  (Combat)  , Non-combat  Combat  Unit  Jobs  to 


Grade 

Authorized 

Jobs 

Unit  Jobs 

Total  Author ization 

E8 

223 

189 

27 

.8n  7 

E7 

929 

682 

225 

. 734 

E6 

680 

370 

.248 

. 544 

Thus,  it  can  be  seen  that  if  women  were  to  fill  all  of  the  non-combat  jobs 
at  grade  E6,  equitable  promotion  policies  would  result  in  insufficient 
numbers  of  male  E8's  to  meet  combat  requirements.  In  addition,  the 
pool  from  which  to  draw  combat  non-commissioned  officers,  who  arc 
essential  to  the  Army,  would  be  disproportionately  small.  To  prevent 


The  Army  Aut  hor ization  Documents  System  Data  Base,  Headquarters, 
Department  of  the  Army,  United  States  Army  Management  Systems  Support 
Agency  (June  1972,  June  1973,  June  1974,  Dee  1974). 

* + 

Womens  Enlisted  Expansion  Model,  United  States  Army  Military 
Personnel  Center.  (Enclosure  K). 
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this  situation,  8-1  percent  of  the  E6  grade  was  reserved  for  men. 

Alternately,  promotion  opportunity  for  wumeu  would,  of  ncces-sity, 
have  been  forced  below  that  for  men  in  order  that  sufficient  men  were 
available  to  fill  these  couih.it  jobs. 

Equitable  assignment  policies  alsu  affected  the  number  of  spaces 

assigned  to  women.  There  were  and  arc  .1  large  proportion  of  combat 

* 

troops  stationed  outside  the  continental  Unitert  States: 

Continental  United  States  Outside  Continental  United  States 
Total  361,206  275.796 

Number  Combat  141.196  143,589 

Army  Regulation  614-30,  (Enclosure  L),  establishes  policies  for  assign- 
ment of  persunncl  overseas.  For  the  most  part,  the  policy  requires  that 
assignments  be  based  on  the  needs  of  the  service  and  on  equity. 

To  ensure  equity,  each  occupational  specialty  and  grade  arc  analyzed,  ana 
the  number  of  spaces  allocated  to  men  and  women  adjusted  so  that  the  combat 
troops  in  Europe  and  Asia  arc  allowed  to  spend  their  fair  share  of  time  in 
the  United  States. 

There  is  one  additional  factor  that  is  computed,  the  management 
factor.  An  attempt  was  made  to  locate  desirable  jobs,  for  the  sako  of 
fairness  and  morale,  and  allocate  those  jobs  among  the  many  men  and 
women  in  the  Army.  For  the  most  part  this  would  be  combat  soldiers.  This 
factor  was  never  the  dominant  one  in  the  computation;  and  it  affected  the 
total  number  of  women  very  little. 

Thus,  in  October  of  1973,  using  the  above  calculations,  we  established 
that  50,400  was  the  number  of  enlisted  women  the  Army  could  effectively 
employ,  consistent  with  national  defense. 

Military  Authorized  Is  Accuunt.'iblc  Strength  Report,  Headquarters, 

Department  of  the  Army  (Report  Control  Symbol:  Deputy  Chief  of  Staff 
for  Personnel  179  31  December  1974). 
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111.  The  Reasons  Why  the  Increase  to  50,  *100  Womrn  was  Spaced  Out 
Ovc r S ix  Years, 


The  introduction  of  50,400  women  into  the  Army  has  taken  considerable 
planning.  In  October  of  1073.  when  the  50,400  women  goal  was  set,  them 
were  several  constraints  placed  on  the  number  nf  women  that  could  1 •• 
enlisted  immediately. 

The  first  was  that  many  of  the  positions  designated  for  women  were  in 
other  than  the  grade  of  private.  Thus,  to  fill  the  total  number  of  po?  itiona 
designated  for  women  required  and  still  requires  a period  of  years,  so  that 
accessions  arc  able  to  gain  the  experience  needed  to  progress  into  the 
higher  enlisted  grades.  The  chart  below  details  time  in  service  require- 
ments for  promotion  eligibility  in  all  of  the  military  services;* 

Fiscal  Year  75  Departmc nt  of  Defense  Grade  Plan  Guidance 


□ motion 
Grade 

Time  in  Service 
Required 

With  Authorized 
Waivers 

% Who  May  he 
Waive  red 

E-9 

18  years 

10  years 

10% 

E-8 

14  years 

8 years 

10% 

E-7 

10  years 

6 years 

10% 

E-6 

6 years 

4 years 

10% 

E-5 

3 years 

18  months 

10% 

E-4 

21  months 

6 months 

25% 

E-3 

12  months 

Active  Duty  Entry 

25% 

E-2 

4 months 

Active  Duty  Entry 

20% 

When  compared  with  the  number  of  interchangeable  spaces  at  the 


higher  grades,  the  present  number  of  enlisted  women  demonstrates 
that  time  is  needed  for  women  to  gain  experience  to  fill  these  positions 


at  the  higher  grade  levels; 


Department  of  Defense  Budget  Manpower  Guidance,  30  July  1973 
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Top  Five 

Enlisted  Strength  by  Gr. 

»de* 

Enlisted 

Enlisted 

Intc  rchnngcablc 

Grade 

Women!  KW ) 

Men(KM) 

Spaces 

E-9 

7 

3,607 

960 

E-8 

90 

12. 276 

4,105 

E-7 

321 

45,492 

17,  757 

E-6 

768 

70, 727 

25,141 

K-5 

2.  855 

91.  860 

44.781 

Total 

4,  041 

223,  962 

92,746 

Total  KM/EW 

33,  309 

636,  240 

% o f T o t a 1 

KM/EW  who 

12.  3% 

35.  2% 

are  in  grades 

E5  thru  E9 

This  limitation  was  a dominant  reason  in  our  decision  to  space  out 
the  strength  increase  over  a six  year  period. 

Experience  shows  that  it  takes  about  IS  months  lead  time  to  procure 
WAC  uniforms.  In  the  August  1972  expansion  plan,  we  attempted  to 
compress  this  time.  By  early  1973,  we  were  forced  to  limit  WAC 
enlistments  below  our  planned  intake  because  we  had  been  unable  to 
procure  uniforms  in  time.  It  should  be  st  rcssed  that  this  problem  is 
minimal  at  the  present  time,  assuming  we  continue  with  the  1973  plan, 
although  some  uniform  items  arc  still  in  short  supply.^  However,  any 
substantive  increase  to  the  current  planned  intake  of  women  would  again 
require  considerable  lead-time  to  procure  ndditiunal  uniforms. 

Because  we  believe  that  a reasonable  degree  of  privacy  between  the 
sexes  is  appropriate,  we  cannot  move  women  into  mof*.  current  barracks 
as  onc-for-onc  replacements  for  men.  W e found  it  is  frequently 
necessary  to  modify  existing  barracks  to  provide  the  required  privacy. 
Again,  lead  time  o:  varying  periods,  depending  on  the  extent  of  modifica- 
tion required,  is  needed  to  fund,  contract, and  complete  the  modification. 


* Strength  of  the  Army  Report,  31  Dec  74 , Headquarters,  Department 

of  the  Army  (Report  Cuntrol  Symbol:  Deputy  Chief  of  Staff  for  Personnel). 
$$  Memorandum  for  Assistant  Secretary  of  the  Army.  (Knrlosuro  M). 


\ 


52 


As  a result  of  WAC  expansion  planning.  Army  policy  has  been  changed  to 
require  that  new  barracks  construction  he  of  a design  that  can  be  occupied 
by  men  or  women  without  modification.*  For  the  foreseeable  future, 
however,  many  barracks  require  modification  in  order  to  accommodate 
women.  We  arc  attempting  to  alleviate  the  problem  presently  by  allowing 
women  to  live  off  military  reservations,  but  this  solution  is  an  expensive 
one,  both  to  the  soldier  and  to  the  Army. 

For  reasons  related  to  their  eventual  jobs,  men  receive  Basic  Combat 
Training  and  women  receive  Basic  Training  that  is  somewhat  different. 
As  a result,  the  male/fomalc  mix  of  new  enlistees  must  be  used  to  plan 
and  prepare  for  separate  training.  This  requires  lead  time.  (Since 
approval  of  the  1972  V/AC  expansion  plan,  skill  training  for  women  is 
integrated  with  similar  skill  training  for  men.) 

The  Army  Is  presently  short  of  women  to  supervise  Basic  Training. 

A disproportionate  share  of  women  NCOs  are  already  committed  to 
recruiting.  379  of  the  4,  Oil  women  in  grades  F-5  and  above  are 
presently  required  to  sustain  the  recruiting  force.**  Similarly,  290  arc 
required  for  the  V/aC  training  base.  Thus,  our  obligation  to  train  women 
requires  that  we  space  out  desired  accessions.  In  addition,  there  arc 
presently  insufficient  WAC  Non  Commissioned  Officers  to  supervise  the 
barracks  living  of  the  rapidly  increasing  number  of  women  assigned 
to  units  throughout  the  Army.  Time  is  the  only  solution  to  th.'s  large 
grade  imbalance,  both  for  training  centers  and  for  regular  units. 

In  sum,  the  plan  was  and  is  to  increase  the  utilization  of  women  at  a 
pace  consistent  with  military  planning  requirements,  most  importantly, 
grade  structure  ami  training  capacity.  The  chart  below  depicts  the 
October  1973  plan: 

* See  Enclosures  N,  and  P. 

This  compares  to  6420  out  of  223,962  of  men  grades  K-5  and  above. 
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V Y 7 2 

1*2,  *100 


FY  72 

6,  000 


Achieved 


Expansion  of  the  Women’s  Army  Corps 
Planned  WAC  Enlisted  End  Strength  By  Fiscal  Year 

FY  7 3 FY  7 1 FY  75  FY  7ft  FY  77  FY  78  FY  79 

16,500  26,400  3 » , 400  *10,000  44,100  4/,J00  60.10 0 

Non-Prior  Service  (KPS)  Accessions  Required  to  Meet  FY  F.nd  St  renfttlis 

rv  73  FY  74  FY  75  FY  76  FY  77  FY  78  FY  79 

0.600  14,400  17,  200  17,  200  18,000  18,  000  19,  000 

15.  446  NPS  accessions  in  FY  74  (Total  EW,  end  FY  74  - 26,  328). 


54 


IV.  Our  Present  Status  rpnfcrning  Computation  of  The  Numlw^r  of  Women 
N • * «»de (M »y  Hu»  Army. 

H.im rally,  it  was  an<l  is  our  int<uit  tu  recruit  as  many  women  as  wo 
can  use,  consistent  with  total  strength  author! /.at ions  and  niale  combat 
requirements.  Guidance  from  the  Chief  of  Staff  and  the  Deputy  Chief 
of  Staff  for  Personnel  wisely  envision  a succession  uf  actions  that  increase 
the  utilization  of  women  at  a pace  consistent  with  military  requirements. 

(See  Enclosure  C>. 

The  model  used  to  arrive  at  the  00, -100  figure  is  being  refined  and 
computerised.  Wo  have,  however,  recently  dote  rmined  that  sound  manage- 
ment compels  consideration  of  a factor  that  was  not  included  in  the  logic 
of  the  1073  model.  The  initial  identification  of  interchangeable  positions 
was  done  solely  on  a position -by -position  basis.  As  more  positiona  have 
individually  been  identified  as  being  suited  for  into  rchangeable  occupancy 
by  either  men  or  women,  it  has  become  apparent  that  there  are  units  in 
the  Army  whose  mission  capability  may  he  impaired  by  an  unbalanced  mix 
of  men  and  women.  For  example,  v,e  believe  that  military  police  units  at 
most  posts  should  have  both  men  and  women  to  facilitate  search  and  handling 
of  suspects.  Similarly,  medical  vjnits  that  have  both  male  and  female  patients 
require  some  mix  of  male  and  female  medical  corpsmcn  to  attend  the  needs 
of  patients.  These  facts  are  known  conceptually,  but  currently  available 
data  docs  not  quantify  their  impact  on  the  total  number  of  women  we  can 

use.  Thus,  wc  are  presently  conducting  a thorough  study  to  determine 

$ # 

the  maximum  and  minimum  number  of  women  per  unit  in  the  Army, 

Two  comments  on  the  study  are  in  order:  First,  we  hope  to  have  the 
study  completed  by  this  summer  so  that  we  can  establish  more  precisely 

United  .States  Army  Management  Systems  Support  Agency  Report 

Control  Number  PH-0374-75,  14  February  1975. 

* * United  Stat  Army  Training  and  Doctrine  Command  Study.  (Fndosurc 

Q). 


55 


the  maximum  number  of  women  we  can  effectively  employ.  Second, 
we  believe  it  would  be  imprudent  to  change  the  current  goal  of  50,400 
prior  to  completion  of  this  study. 

The  factors  that  go  into  the  present  model,  from  rotation  and 
promotion  policies  to  mission  readiness,  arc  important  considerations. 

The  Army  needs  to  enlist  and  retain  good  combat  troops.  The  draft 
did  not  require  that  a premium  be  placed  on  recruiting,  and  it  has  now 
become  necessary  to  ensure  that  citizens  want  to  become  combat  soldiers, 
and  that  combat  soldiers  want  to  remain  in  the  service.  Our  personnel 
management  policies  must  be  designed  to  sunport  this  volunteer  concept. 

Job  satisfaction,  career  progression,  and  an  attractive  assignment  policy 

* 

are  key  factors  in  retention.  Thus,  we  must  be  able  to  rotate  males 
from  short  tour  assignments  overseas  to  stateside  tours  to  long  tours  over- 
seas and  back  again  within  their  grades  and  specialties  to  maintain  and 
raise  our  retention  results.  And  we  must  maintain  equal  opportunity  in 
promotions. 

V . Standards  for  Knl  i stment 

Once  the  numbers  of  men  and  women  needed  to  meet  authorized 
strength  are  determined,  logic  compels  and  Army  policy  provides  for 
enlisting  the  best  qualified  from  those  who  desire  to  enlist.  Thus,  it 
Army  policy  to  set  enlistment  standards  at  the  highest  level  consistent 
with  our  ability  to  meet  personnel  requirements.  As  demonstrated  below, 
education  and  test  scores  bear  a demonstrable  relationship  to  the  military 
performance  of  enlistees.  Statistically  those  with  high  aptitude  scores  perform 
better  than  those  with  low  aptitude  scores,  and  high  school  graduates  make 
better  soldiers  than  high  school  dropouts. 

* Survey  ol  Attitudes,  1st  Term  Soldiers  Towards  llccnli  stment. 

May  1973,  N.  V/.  Ayer  h Son. 
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Army  Regulation  601-210  ( Enclosu  re  R ) specifics  enlistment 


standards  for  men  and  women  that  are  identical,  with  three  exceptions; 

1.  Women  must  he  18  while  men  need  be  only  17;* 

2.  Women  must  be  high  school  graduates  or  equivalent,  while  men 
need  not  be; 

3.  And  women  must  be  in  a higher  test  score  percentile  qua  women 
than  men  need  be  qua  men. 

It  should  be  noted  that  the  retesting  rules  arc  the  same  for  both  sexes. 

The  reasons  that  the  standards  are  different  is  simple;  There  are 

/' 

set  numbers  of  men  and  of  women  that  can  enter  the  Army.  Men  compote 
with  men  for  men’s  places,  and  women  w'ith  women  for  women’s  places. 

Presently,  competition  for  the  women's  places  is  keener,  and  thus  the 
standards  are  higher. 

V.'c  believe  that  the  standards  used  to  distinguish,  those  we  accept 
from  those  we  do  not  bear  a substantial  relationship  to  success  in  the 
sc.  "ice.  A high  school  diploma  or  equivalent  is  very  relevant  in  predicting 
such  success.  The  high  school  graduate  is  preferred  because  our  data 
indicate  that  they  arc  more  apt  to  be  successful  soldiers,  (Enclosure  T).  Non-high 
school  graduates  are  more  likely  to  receive  early  discharges  for  adverse 
reasons.  The  magnitude  of  this  phenomenon  is  reflected  in  the  following 
example:  Only  1.  8%  of  male  high  school  graduates  tlia  t were  Fiscal  Year 
71-72-73  enlistees  were  separated  with  less  than  six  months  service  for 
unsuitability,  unfitness,  misconduct,  the  good  of  the  service,  or  as  a result 
of  punitive  discharges,  while  3.  l^o  of  non-high  school  graduates  were  so 
separated.  We  have  not  accepted  women  wuthout  a high  school  diploma  since 

* As  with  differences  2 6 3 our  studies  show  that  age  correllatcs  with 
better  performance  as  a soldier.  Male  Non- Prior  Service  (NFS)  Enlisted 
1 osses,  Firrt  34  months.  Headquarters  Department  of  Army  March  1974 
(Report  Control  Symbol:  Deputy  Chief  of  Staff  for  Personnel  374 )( Enclosure  S). 

The  Congress  recognizes  this  also.  Public  Law  93-  328  required  that  a 
minimum  of  85':  of  non-prior  service  enlistments  be  high  school  graduates  in 
fiscal  Year  1?74. 
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1948,  But  experience  with  men  indicates  to  us  the  value  of  a high  school 
education. 

Similarly,  the  Trainee  Discharge  Program,*  initiated  on  1 September 
1973,  shows  that  non-high  school  graduates  have  a propensity  for  discharge 
under  this  program  that  is  almost  two  times  that  of  high  school  graduate*. 
This  chart  portrays  the  loss  rates: 

Trainee  Dirchargc  Program  (%)♦ 


Basic  Active 

Male  High 

Male  Non-High 

Service  Data 

School  Graduate 

School  Graduate 

Aug  73 

4.  3 

11.  2 

S.'P 

5.  0 

12.0 

Oct 

6.2 

13.  0 

Nov 

5.8 

13.2 

Dee 

6.6 

12.3 

Jan  74 

6.3 

12.5 

Feb 

6.8 

13.2 

Mar 

8.5 

13.7 

Apr 

10.1 

. 16.9 

Ma  y 

11.  5 

19.2 

Jun 

8.1 

14.  8 

Avg. 

7.  2 

, 13.8 

NOTE:  Rates 

are  computed  for  personnel  who  have 

completed  training  under 

th c T ra incc  Di 

ischarge  Program  (0-179  days)  and  are 

the  total  losses  divided 

by  the  initial  population, 

Cou  rt  s - martial  rates  indicate  a similar  correlation  between  a high 
school  diploma  and  success  in  service: 


• Fiscal  Year  1974 


% of  Those 
Accused  of 
Court-Martial 


Education 

Offense 

Less  than  High  School  Grad. 

57.9 

High  School  Graduate 

34.6 

(GLD  included) 

Others 

7.  5 

% Of 
Enlisted 
Force 
June  1974 
26,  5 
61.  8 

11.  7 


* The  trainee  discharge  program  was  initiated  to  eliminate  trainees 
who  have  less  than  ISO  cays  of  active  service  or  have  not  been  awarded 
a military  occupation  speciality.  Discharges  arc  for  trainees  that  arc 
not  suited  for  military  service  due  to  aputude,  attitude,  or  motivation. 
They  must  also  be  trainees  in  Basic  Combat  Training,  Advanced  Individual 
Training,  on-the-job  training,  or  in  a Service  school.  Trainee  Discharge 
Program  Monitoring  Report,  Headquarters  Department  of  Army. 

'•*  Analysis  Paper  by  the  Assistant  Judge  Advocate  General  of  the  Army 
for  Military  Law,  Enclosure  U. 
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We  also  feel  that  our  aptitude  test  scores  are  good  indicators 


of  future  success.  Both  men  and  women  take  essentially  the  same 
battery  of  tests.  The  Army  Classification  13attery  has  15  subtests. 

Many  arc  used  to  determine  specific  aptitudes.  The  test  score  used 
to  determine  general  trainability  and  thus  admission  for  men  is  the  Armed 
Forces  Qualification  Test.  It  totals  3 subtests:  word  knowledge,  arithmetic 
reasoning,  and  pattern  analysis.  The  women's  score,  the  Armed  Forces 
Womens  Selection  Test, does  not  use  pattern  analysis.  The  three  tests 
have  been  satisfactory  for  predicting  trainability  for  men  while  the  two 
tests  have  been  satisfactory  for  women. 

Persons  who  score  higher  on  entrance  tests  are  more  likely  to 
avoid  disciplinary  and  legal  problems  during  their  initial  months  of  service: 

Fiscal  Year  71-72-75  Enlistees  **’ 

Separated  with  Less  Than  5 Months  Service 


Mental  Category 
(Score) 

I (93-100  percentile) 

II  (65-92) 

III  (31-64) 

IV  (10-30) 


% of  Total  in* Service 
That  arc  Discharged 

0.  7%  (170) 

1.  6%  (2,  358) 

2.  7%  (6,  453) 

2.  7%  (2,  387) 


Persons  with  higher  scores  perform  better  during  initial  training,  as 
indicated  by  the  numbers  of  soldiers  who  arc  discharged  due  to  unsatisfactory 


performance  during  initial  training: 

TDP  LOSS  RATES*** 

BASDT  MENTAL  CATEGORY 


JL 

11 

in 

IV 

Aug  73 

1.  8 

4.4 

7.9 

9.3 

Sep 

3.9 

5.  1 

9.  2 

10.4 

Oct 

2.  6 

6.  5 

11.  2 

11.5 

Nov 

1.9 

7.  3 

11.3 

12.0 

* Both  the  men  and  v/omens  tests  arc  measures  of  general  trainability 

for  military  service.  US  Army  Research  Report  1179,  September  1973. 
See  Enclosure  T 

*♦*  Loss  rates  in  training  as  a result  of  TDP  rates  expressed  as  a percent 
of  accessions.  Source:  Deputy  Chief  of  Staff  for  Personnel  Reports 

4 1 and  4 6. 
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BASDT 


MENTAL  CATEGORY 


I 

11 

111 

IV 

Dec 

4.  8 

7.  0 

10.9 

12.5 

Jan  74 

4.0 

6.4 

10.0 

12.4 

Feb 

1.6 

6.6 

10.7 

12.2 

Mar 

4.4 

6.4 

11.9 

14.0 

Apr 

3.  0 

9.7 

14.7 

15.9 

May 

10.  0 

11.  3 

16.2 

18.  0 

J un 

5.9 

7.1 

11.  8 

13.3 

A vc 

4.0 

7.1 

11.4 

12.9 

Courts- martial  rates  correlate  in  a similar  fashion: 


Mental  Group 
(Sco  re ) 


Fiscal  Year  1974* 
% of  Those 
Accused  of 
Court-Martial 
Offense 


I (93-100  percentile) 


2.  2 


11  (65-92) 


14.8 


D1  (31-64)  35.7 

IV  (10-30)  33.4 

V (0-9)  3. 3* 

Unknown  6.  6 


7.  of 

Enlisted 
Force 
June  1974 


4.1 
28.  5 
49.9 
17.5 


We  upgraded  the  entry  standards  for  women  in  1971  by  raising  the 
minimum  qualifi  ration  scores  from  50  to  59  percentile.  The  change  had 
an  impact  on  basic  training;  Completion  rates  during  calendar  year  1972, 
when  all  V.'AC  enlistees  were  enlisted  under  the  new  standard,  was  two 


percent  higher  than  1970,  the  last  full  year  under  the  previous  standard. 


$ Enrlosiire  U. 

These  individuals  were  not  enlisted.  They  were  administratively 
accepted  through  the  draft  in  cases  vherc  a determination  was  made 
that  they  deliberately  scored  low  in  order  to  avoid  military  service. 
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Losses  for  adverse  reasons  (unsuitability,  unfitness,  misconduct, 
desertion,  good  of  the  service)  were  greater  for  1970  WAC  enlistees 
than  1972  WAC  enlistees  by  one  percent. 

Clearly,  the  Army  would  prefer  that  all  enlistees,  both  male 
and  female,  be  high  school  graduates  who  are  18  years  of  age  or  older 
and  arc  of  high  mental  ability.  But  our  experience  has  demonstrated 

that  our  required  male  personnel  requirements  could  not  be  met  with 

♦ 

male  enlistment  standards  raised  to  this  level.  We  do,  however, 

endeavor  to  enlist  the  best  qualified,  and  successes  in  male  recruiting 

over  the  past  few  months  caused  the  Secretary  of  the  Army  to  raise  male 

enlistees'  minimum  acceptable  test  scores  in  October  1974.**  They  were 

raised  from  the  10  to  16th  percentile.  On  the  other  hand,  our  experience 

has  also  demonstrated  that  we  can  attract  all  of  the  female  enlistees  that 

we  can  utilize  without  lowering  current  female  enlistment  standards: 

Indeed,  we  exceeded  our  Fiscal  Year  1974  target  of  14,900  female 

accessions.  In  view  of  this  experience,  and  in  view  of  the  fact  that 

more  and  more  women  are  discovering  the  Army  to  offer  attractive 

career  opportunities  --  first  term  re -enlistment  rates  for  women  have 

risen  from  30.  6%  in  Fiscal  Year  1972  to  52.8%  in  Fiscal  Year  1974, 

*«** 

and  to  60.  8%  for  the  first  half  of  1975  --  we  are  fully  confident  that 
we  will  continue  to  attract  all  of  the  women  that  we  need  under  current 
enlistment  standards. 

Wc  do  not  use,  and  do  not  propose  to  use,  the  higher  standards  for 
women  as  a means  for  limiting  the  number  of  women  in  the  Army.  Rather, 
these  standards  operate  solely  to  distinguish,  among  female  applicants, 
those  best  quatfied  to  serve  in  the  Army, 

♦ General  Research  Corporation,  US  Army  Contract  Study  # DAHC 


19-  69-C-0017 
**  Enclosure  V*. 

**  Indeed,  we  bcPevc  that  we  could,  if  our  needs  so  demanded,  recruit 
two  to  three  times  the  number  of  women  now  admitted  using  the  same 
high  enlistment  criteria.  See  Enclosures  W ind  X. 

**  Strength  of  the  Army,  Headquarters  Department  of  Army,  Monthly 
Report  (Report  Control  Symbol:  DCSPER-46). 
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V 1 . Our  £u ccc s s cs  j) ml  Present  Kffurts  at  Increasing  The  Number  of 

Women  in  I lie  Ar  my. 

We  are  rapidly  expanding  the  opportunity  for  women  to  serve  in 
the  United  States  Army.  At  the  end  of  Fiscal  Year  1972,  only  39%  (183 
out  of  -168)  of  the  Army's  types  of  job*  wore  open  to  women.  Today  that 
figure  Is  9 2%  (422  out  of  458),  * At  the  end  of  Fiscal  Year  1971,  there 
we  re  1 1 , 825  enlisted  women  in  an  Army  of  1 , 1 23,  810  (1,05%  of  the 
force).  At  the  end  of  December  1974,  the  number  of  enlisted  women  had 
risen  to  ovc  r 33,  500  in  an  Army  of  785,  000  (4.  3%  of  the  fo  rcc ),  ***  Thus, 
the  share  of  the  Army  force  comprised  of  women  has  increased  over  four- 
fold in  three  and  one  half  years.  This  increasing  share  of  women  in  tho 
Army  Is  planned  to  continue  for  at  least  the  next  four  years,  based  on  our 
goal  of  50,400  in  Fiscal  Year  1979. 

June  30,  1974  erded  our  first  full  Fiscal  Year  of  experience  with 
recruiting  an  all  - voluntcc r force.  Our  efforts  were  successful,  and  we 
slightly  exceeded  our  designated  end  strength  for  enlisted  personnel. 

Our  female  accession  target  of  14.  100  women  was  exceeded  with  15,  446 

$ i)  i) 

enlisted.  In  view  of  our  success,  we  are  fully  confident  that  the  original 
1975  female  accession  figure  of  17,200  will  be  reached  or  exceeded,  and 
the  quality  of  the  accessions  will  be  at  least  equivalent  to  the  15,446 
females  enlisted  in  1974, 

The  General  Officer  WAC  Expansion  Steering  Group  continues  to 
meet  on  a monthly  basis  to  monitor  the  present  program  and  consider 
possible  changes  for  future  years.  The  Steering  Group  also  monitors  an 
on-going  program  to  review  all  Army  policies,  procedures,  and  regulations 
with  a view  towards  eliminating  malc/fcmale  differences,  or  ensuring  that 


Change  2,  1 July  1974  Army  Regulation  611-201,  11  Oct  197 J (Knclosurc  F) 
Strength  of  the  Army,  Headquarters  Department  of  Army,  Dec  1974 
(Deputy  Chief  of  Staff  for  Personnel  Report  Control  Symbol -4o) 

Thus,  we  are  having  to  make  adjustments  to  present  accession  rates. 

See  1C n c 1 o s u r e Y_.  1 should  note  that  the  goals  we  set,  despite  our  efforts 

to  the  contrary,  arc  approximations.  We  have,  found  that  we  are  presently 
able  to  handle  a few  more  than  we  projected,  and,  thus,  are  presently 
taking  a few  more. 
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the  differences  arc  based  on  military  necessity.  Examples  of  changes  completed 
of  this  nature  include: 

a.  Changing  policy  for  command  to  permit  women  to 
command  men; 

b.  Causing  enlistment  options  to  be  the  same  for  men 
and  women; 

c.  Opening  additional  skill  areas  to  women; 

d.  Modifying  overseas  tour  lengths  to  make  them  the 
same  for  men  and  women; 

e.  Revising  design  criteria  for  barracks  construction 
to  make  new  barracks  suitable  for  both  men  and  women. 

As  previously  mentioned,  we  arc  updating  our  computer  model, 
assessing  the  proper  male/female  mix  in  each  unit  and  continuing  to 
identify  interchangeable  positions.  We  plan  to  complete  our  review  of 
planned  WAC  strength  this  coming  summer. 

East,  we  are  continually  reevaluating  our  testing  procedures,  to 
include  the  conduct  of  research  into  testing  systems  which  we  hope  will 
more  accurately  predict  success  for  all  enlistees. 

Vli.  Conclusions 

The  United  States  Army  is  a combat  force  dedicated  to  the  defense 
of  the  United  States. 

No  armed  force  in  the  western  world  today,  including  Israel  (Enclosure 
Z),  trains  women  for  combat  or  assigns  them  to  combat  roles. 

Our  calculations  center  on  the  combat  soldier.  But,  consistent 
with  his  needs,  we  are  expanding  the  role  for  women  in  todayls  Army. 

Our  approach  is  not  irrational  ard  discriminatory  but  is  based  on 
military  necessity.  We  are  concerned,  as  is  every  employer,  that  we 
employ  the  highest  quality  people  available. 
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During  the  last  three  years  wc  have  seen  a dramatic  increase 
in  the  use  of  women  in  the  Army  -*  both  in  numbers  and  in  the  spectrum 


of  skills  open  to  women.  At  the  same  time,  we  have  been  able  to 
achieve  this  increase  v.hilc  selecting  potential  female  enlistees  with 
the  greatest  probability  of  successful  military  service. 

1 have  witnessed  greater  changes  in  the  attitudes,  uses,  and 
acceptance  of  women  in  the  Army  in  the  last  three  years  than  in  the 
previous  20  years  of  my  career.  1 fully  expect  to  see  more.  Yet,  we 
cannot  allow  our  desire  to  equalize  opportunities  for  males  and  females 
compromise  our  ability  to  field  an  effective  fighting  force. 


SUBSCRIBED  TO  AND  SWORN  BEFORE  ME  TlUS27tlDAY  OF  FEBRUARY  1 9 7 •> 
AT  ARLIKCTO::,  VIRGINIA. 


JAMES  M.  WROTH 
Brigadier  Gene ral , USA 
Director  of  Plans,  Programs 


and  Budget 


Curtis  Mocrc  Jr,  NoUry  PuiilLo  ( 
Count/  rf  Arlington 
State  of  Vlr&iai* 

My  Commmioa  Expiree  July  IS.  1075 


INCLOSURE  II 


HEAOOUARTERS  UNITED  STATES  ARMY  TRAINING  AND  DOCTRINE  COMMAND 
EORT  MONROE.  VIRG  NIA  23681 


DEPARTMENT  OF  THE  ARMY 


ATCD-0 


9 April  l‘)7S 


SUBJECT:  WAC  Content  In  TOE  Units 


HQDA  (DAPE) 
WASH  DC  20310 


1.  Reference  DA  letter,  DAPE-MPE-CS,  13  December  1974,  WAC  Content  In  TOE 
Units. 

2.  TRADOC  has  completed  the  doctrinal  review  of  TOE  documentation  directed 
by  referenced  letter  and  the  results  are  forwarded  herewith. 

3.  There  Is  no  perfect  Way  to  arrive  at  a maximum  ceiling  on  the  number 
of  women  who  can  be  assigned  to  TOE  units  without  degrading  the  unit's 
capability  to  perform  its  mission.  The  determination  of  specific  percent- 
ages to  express  ceiling  limitations  is  largely  a subjective  exercise. 

The  primary  considerations  which  governed  our  determination  of  these 
percentages  included,  in  addition  to  guidance  contained  in  the  DA  letter, 
the  following: 

a.  The  closer  to  the  line  of  contact  a unit  habitually  operates,  the 
lower  should  be  the  maximum  permissible  female  fill.  These  units  are  more 
apt  to  be  called  upon  to  engage  i;i  combat  even  though  that  is  not  their 
primary  mission.  A relatively  low  female  fill  in  these  units  is,  we  believe, 
quite  consistent  with  current  DA  policy  that  we  c'o  net  intend  that  female 
soldiers  engage  in  combat.  Other  reasons  include  physical  demands  placed 

on  these  units  by  virtue  of  the  need  to  displace  often  and  to  prepare 
defensive  positions. 

b.  Units  which  require  a higher  proportion  of  demanding  physical  work 
and  activity  on  the  part  of  its  soldiers  should  have  a lower  percentage 

of  female  fill.  Consideration  was  also  given  to  the  method  of  employment 
(i.e.,  remote  location,  unit  dispersion,  etc)  of  typical  units.  With  all 
considerations  in  mind,  the  following  general  grouping  with  ascending 
percentages  of  female  fill  were  identified: 

(1)  Combat  support  - Tasks  generally  heavier  in  nature,  isolated 
operations,  unit  dispersion,  frequent  displacements. 

(2)  Logistical  support  - Physically  demanding,  less  frequent 
displacements. 
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ATCD-0 

S UBJECT:  WAC  Content  in  TOE  Units 


9 April  1975 


(3)  Administrative  support  - Least  physically  demanding,  infrequent 
di splacements. 

c.  CAT  II  and  III  TOE  units  considered  In  this  study  except  for  CONUS 
unique  units  are  subject  to  deployment  to  combat  theaters  where  adverse, 
dangerous  and  uncertain  conditions  exist.  Kor'this  reason  we  felt  it  prudent 
to  set  a maximum  limit  of  45%  female  in  such  units  believing  that  in  all 
cases  the  male  content  should  be  over  half.  This  limitation  could  later  be 
modified  by  the  theater  commander  if  he  felt  it  unduly  restrictive  in  light 
of  his  local  situation. 

4.  The  above  considerations  resulted  in  our  fixing  the  following  percent- 
ages on  maximum  female  fill  of  CAT  II  and  III  TOE  units: 

a.  Units  which  operate  forward  of  the  brigade  rear  boundary--Zero 
percent.  This  reflects  current  DA  policy. 

b.  Units  operating  between  division  and  brigade  rear  boundaries--10%. 

c.  Units  operating  between  corps  and  division  rear  boundaries--15%  to 
30%  depending  on  type  unit. 

d.  Units  operating  behind  corps  rear  boundary  (C0MMZ)--25%  to  45% 
depending  on  type  unit. 

e.  CONUS  unique  units--25%  to  50%  depending  on  type  unit. 

5.  At  inclosure  1 is  a summary  of  the  number  and  percentage  of  inter- 
changeable positions  and  the  recommended  maximum  acceotable  female  fill  of 
units.  At  inclosure  2 we  have  provided  the  Personnel  Allowance  sections 
of  each  TOE  considered  with  annotations  to  show  which  positions  were  iden- 
tified as  interchangeable  or  male  fill.  We  have  included  the  rationale  for 
those  positions  which  were  annotated  for  male  fill  only. 

6.  We  think  this  data  provides  a sound  basis  on  which  to  develop  a program 
for  assimilating  females  into  TOE  units.  Follow-on  evaluation  of  TOE  units 
after  the  assignment  of  female  personnel  under  these  criteria  is  recommended 
to  refine  the  results  of  this  study. 

FOR  THE  COMMANDER: 
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SUMMARY  REPORT 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

1-66G 

104 

94 

90 

15 

15 

1-127H 

84 

70 

83 

12 

15 

1-137H 

82 

72 

88 

20 

25 

1-207H 

309 

254 

82 

77 

25 

1-252H 

61 

56 

92 

9 

15 

1-256H 

82 

77 

94 

8 

10 

1-258H 

154 

133 

86 

23 

15 

1-500H 

FA 

1 

0 

0 

FB 

2 

2 

100 

NOTE  1 

FC 

4 

0 

0 

FD 

1 

0 

0 

FE 

2 

0 

0 

FF 

4 

3 

75 

NOTE  1 

FG 

5 

4 

80 

NOTE  1 

FH 

3 

2 

67 

NOTE  1 

FI 

3 

2 

67 

NOTE  1 

FJ 

13 

13 

100 

NOTE  1 

FK 

12 

12 

100 

NOTE  1 

FL 

2 

0 

0 

FM 

3 

3 

ICO 

NOTE  1 

FN 

5 

5 

100 

NOTE  1 

FO 

8 

7 

86 

NOTE  1 

Incl  1 


f>7 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REMARKS 

FP 

3 

0 

0 

FQ 

3 

2 

67 

NOTE  1 

FR 

3 

3 

100 

NOTE  1 

3-32H 

33 

33 

100 

7 

20 

3-77H 

76 

76 

100 

19 

25 

3-97H 

51 

100 

13 

25 

3-500H 

FA 

20 

0 

0 

FB 

39 

0 

0 

JA 

4 

0 

0 

JB 

8 

0 

0 

KA 

1 

0 

0 

LA 

3 

0 

0 

LB 

4 

0 

0 

NA 

10 

0 

0 

NB 

28 

0 

0 

OA 

2 

0 

0 

PA 

42 

0 

0 

5-526 

10 

74 

62 

84 

11 

15 

20 

74 

62 

84 

11 

15 

5-54H 

200 

0 

0 

5-58H 

219 

56 

26 

33 

15 

5-67H 

104 

104 

100 

16 

15 

68 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

<y 

to 

REMARKS 

5-348G 

183 

66 

36 

46 

25 

5-349G 

166 

166 

100 

42 

25 

5-500H 

AB 

6 

6 

100 

NOTE  1 

AC 

26 

26 

100 

NOTE  1 

5- 51  OH 

FA 

4 

0 

0 

FB 

6 

0 

0 

FC 

2 

0 

0 

FD 

2 

0 

0 

5-520G 

GA 

45 

0 

0 

GB 

25 

25 

100 

NOTE  1 

GC 

12 

12 

100 

NOTE  1 

GD 

83 

0 

0 

GE 

5 

0 

0 

GF 

5 

0 

0 

GG 

3 

3 

100 

NOTE  1 

GH 

15 

15 

100 

NOTE  1 

GI 

6 

6 

100 

NOTE  1 

GJ 

8 

8 

100 

NOTE  1 

GK 

22 

20 

90 

NOTE  1 

5-530G 

HA 

8 

0 

0 

69 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  X 

FEMALE 

NO 

CONTENT 

X 

5-74H 

104 

0 

0 

5-77H 

95 

0 

0 

5-78H 

219 

0 

0 

5-97G 

69 

69 

100 

17 

25 

5-1 01 G 

10 

109 

95 

87 

16 

15 

20 

93 

80 

86 

14 

15 

30 

93 

80 

86 

14 

15 

5-1 1 1 G 

98 

97 

99 

25 

25 

5-112G 

84 

83 

99 

13 

15 

5-114H 

161 

120 

75 

24 

15 

5-1 24  H 

103 

103 

100 

15 

15 

5-129G 

226 

204 

90 

57 

25 

5-177H 

175 

175 

100 

44 

25 

5-201H 

174 

173 

99 

44 

25 

5-202H 

64 

64 

100 

16 

25 

5-203H 

212 

184 

87 

39 

15 

5-204H 

99 

99 

100 

15 

15 

5-306G 

133 

80 

60 

20 

15 

5-307G 

109 

109 

100 

16 

15 

5-308G 

97 

98 

100 

15 

15 

5-327G 

139 

103 

74 

21 

15 

5-344G 

116 

116 

100 

29 

25 

5-346G 

70 

70 

100 

18 

25 

5-347G 

96 

96 

100 

24 

25 

•rN 

70 


REMARKS 


TOE 

POSITIONS 

INTERCHANGEABLE 
NO  % 

MAXIMUM 
FEMALE  CONTENT 
NO  % 

REMARKS 

HB 

4 

4 

100 

NOTF  1 

HC 

11 

11 

100 

NOTE  1 

HD 

2 

2 

100 

NOTF  1 

HE 

32 

32 

100 

NOTE  1 

HF 

54 

54 

100 

NOTE  1 

HG 

91 

86 

95 

NOTE  I 

HH 

15 

15 

100 

NOTE  1 

HI 

64 

64 

100 

NOTE  1 

HJ 

13 

0 

0 

HK 

3 

3 

100 

NOTE  1 

5-540H 

IA 

12 

12 

100 

MOTE  1 

IB 

16 

2 

13 

NOTE  1 

IC 

14 

0 

0 

ID 

14 

0 

0 

IE 

8 

8 

100 

NOTE  1 

IF 

43 

43 

100 

NOTE  1 

IG 

50 

50 

100 

NOTE  1 

IH 

37 

37 

100 

NOTE  1 

II 

7 

6 

85 

NOTE  1 

>-550H 

JA 

43 

0 

0 

JB 

65 

0 

0 

JC 

60 

0 

0 

71 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REMARKS 

JD 

86 

0 

0 

JE 

97 

0 

0 

5-560H 

KA 

7 

7 

100 

NOTE  1 

KB 

3 

3 

100 

NOTE  1 

KC 

4 

4 

100 

NOTE  1 

7-4H 

116 

97 

83 

12 

10 

7-102H 

209 

0 

0 

8-26H 

151 

26 

17 

15 

10 

8-27H 

10 

53 

0 

0 

20 

52 

0 

0 

8-36H 

114 

19 

16 

11 

10 

8-37H 

69 

0 

0 

8-66H 

111 

19 

17 

11 

10 

8-67H 

65 

0 

0 

8-1 11 H 

155 

151 

97 

70 

45 

8-112H 

57 

55 

98 

17 

30 

8-122H 

32 

30 

94 

10 

30 

8-123H 

168 

93 

55 

5C 

30 

8-126H 

32 

30 

94 

10 

30 

8-127H 

10 

96 

11 

11 

11 

11 

20 

93 

18 

19 

ie 

19 

8-128H 

120 

19 

16 

19 

16 

72 


MAXIMUM 

INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

8-129H 

186 

12 

6 

12 

6 

8- 1 37 H 

144 

40 

28 

40 

28 

8- 14711 

108 

0 

0 

8-1 b7H 

90 

0 

0 

8-167H 

74 

0 

0 

8-187G 

147 

99 

67 

66 

45 

8-197H 

73 

0 

0 

8-502H 

30 

29 

97 

14 

45 

8-510G 

231 

140 

61 

104 

45 

8-55 1 G 

376 

277 

74 

169 

45 

8-564G 

112 

85 

76 

50 

45 

8-565G 

155 

117 

75 

70 

45 

8-566G 

239 

239 

100 

108 

45 

8-571G 

89 

82 

92 

27 

30 

8-590H 

259 

181 

70 

108 

45 

8-600H 

AC 

4 

4 

100 

NOTE  1 

AE 

9 

8 

89 

NOTE  1 

AJ 

4 

4 

100 

NOTE  1 

AM 

11 

11 

100 

NOTE  1 

KA 

3 

3 

100 

NOTE  1 

8-C.OH 

BA 

2 

2 

100 

NOTE  1 

BB 

17 

4 

24 

NOTE  1 

73 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

7 

NO 

% 

REMARKS 

BC 

31 

4 

13 

NOTE  1 

BD 

8 

8 

100 

NOTE  1 

BE 

21 

21 

100 

NOTE  1 

EA 

2 

2 

100 

NOTE  1 

EB 

7 

4 

57 

NOTE  1 

EC 

10 

8 

80 

NOTE  1 

GA 

2 

2 

100 

NOTE  1 

GB 

6 

6 

iOC 

NOTE  1 

PA 

5 

5 

100 

NOTE  1 

PB 

2 

2 

100 

NOTE  1 

PC 

2 

2 

100 

NOTE  1 

PD 

6 

6 

100 

NOTE  1 

PF 

19 

19 

100 

NOTE  1 

PG 

2 

2 

100 

NOTE  1 

8-620H 

LA 

36 

5 

14 

NOTE  1 

LB 

7 

0 

0 

LC 

20 

20 

100 

NOTE  1 

LD 

6 

6 

100 

NOTE  1 

LE 

6 

6 

100 

NOTE  1 

NA 

14 

14 

100 

NOTE  1 

NB 

9 

9 

100 

NOTE  1 

NC 

8 

8 

100 

NOTE  1 

OA 

9 

9 

100 

NOTE  1 

74 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

MAXIMUM 
FEMALE  CONTENT 
NO  % 

REMARKS 

OB 

13 

13 

100 

NOTE  1 

OC 

23 

23 

100 

NOTE  1 

OH 

1 

1 

100 

NOTE  1 

CM 

30 

15 

50 

NOTE  1 

8-630H 

KA 

3 

3 

100 

NOTE  1 

KB 

3 

3 

100 

NOTE  1 

KC 

3 

3 

100 

NOTE  1 

KD 

3 

3 

100 

NOTE  1 

KE 

3 

3 

100 

NOTE  1 

KF 

3 

3 

100 

NOTE  1 

KG 

1 

1 

100 

NOTr  1 

KH 

1 

1 

100 

NOTE  1 

KI 

1 

1 

100 

NOTE  I 

LL 

1 

1 

100 

NOTE  1 

LM 

12 

12 

100 

NOTE  1 

LN 

23 

23 

100 

NOTE  1 

MM 

3 

3 

100 

NOTE  1 

MN 

2 

2 

100 

NOTE  1 

MO 

2 

2 

100 

NOTE  1 

Mi' 

3 

3 

100 

NOTE  1 

8-640H 

LO 

J 

3 

100 

NOTE  1 

LP 

5 

5 

100 

NOTE  1 

MQ 

3 

3 

100 

NOTE  1 

75 


MAXIMUM 


TOF. 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE  CONTENT 
NO  % 

REMARKS 

MR 

3 

3 

100 

NOTE  1 

MS 

4 

4 

100 

NOTE  1 

MT 

3 

3 

100 

NOTE  1 

QA 

3 

3 

100 

NOTE  1 

QB 

3 

3 

100 

NOTE  1 

QC 

10 

10 

100 

NOTE  1 

QD 

1 

1 

100 

NOTE  1 

QE 

3 

3 

100 

NOTE  1 

QF 

10 

10 

100 

NOTE  1 

QG 

3 

3 

100 

NOTE  1 

SA 

3 

3 

100 

NOTE  1 

SB 

1 

1 

100 

NOTE  1 

SE 

1 

1 

100 

NOTE  1 

SF 

6 

6 

100 

NOTE  1 

SG 

5 

5 

IOC 

NOTE  1 

SH 

2 

2 

100 

NOTE  1 

SI 

5 

5 

100 

NOTE  1 

SJ 

5 

5 

100 

NOTE  1 

8-650G 

90 

90 

100 

27  30 

8-660H 

RA 

32 

10 

31 

NOTE  1 

RC 

11 

0 

0 

RE 

14 

0 

0 

TA 

17 

0 

0 

TB 

18 

0 

0 

76 


MAXIMUM 


TOE 

ENLISTED 
POSI  .'IONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REM'IRKS 

8-660H 

UA 

1 

1 

100 

NOTE  1 

UB 

6 

6 

100 

NOTE  1 

8-667G 

215 

138 

64 

65 

30 

8-670G 

AI 

10 

10 

100 

NOTE  1 

HA 

40 

40 

100 

NOTE  1 

HB 

1 

1 

100 

NOTE  1 

HC 

4 

4 

100 

NOTE  1 

HD 

4 

4 

100 

NOTE  1 

HE 

27 

27 

100 

NOTE  1 

8-680G 

AF 

4 

4 

100 

NOTE  1 

JA 

5 

5 

100 

NOTE  1 

JB 

46 

46 

100 

NOTE  1 

JC 

7 

7 

100 

NOTE  1 

JD 

14 

14 

100 

NOTE  1 

9-22H 

58 

57 

98 

12 

20 

9-36H 

69 

68 

98 

14 

20 

9-38H 

265 

265 

ICO 

53 

20 

9-47H 

183 

183 

100 

37 

20 

9-48H 

142 

142 

100 

28 

20 

9-58G 

504 

504 

100 

176 

35 

9-59H 

238 

215 

90 

48 

20 

77 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTFNT 


TOE 

POSITIONS 

NO 

* 

*> 

NO 

% 

REMARKS 

9-117G 

151 

151 

100 

30 

20 

9-247G 

217 

188 

87 

43 

20 

9-520H 

AA 

7 

2 

29 

NOTE  1 

AS 

4 

1 

25 

NOTE  1 

FA 

9 

1 

11 

NOTE  1 

FB 

6 

0 

0 

FC 

3 

0 

0 

PD 

2 

0 

0 

FE 

2 

0 

0 

9-530H 

BA 

7 

0 

0 

BB 

28 

28 

100 

NOTE  1 

BC 

8 

0 

0 

EA 

61 

61 

100 

NOTE  : 

5-540H 

EA 

27 

27 

100 

NOTE  1 

EB 

9 

9 

100 

NOTE  1 

9-550H 

AA 

4 

3 

75 

NOTE  1 

BA 

18 

18 

100 

NOTE  1 

EA 

19 

19 

100 

NOTE  I 

EB 

15 

8 

53 

NOTE  1 

EC 

7 

7 

100 

NOTE  1 

73 


■f 


ENLISTED 

POSITIONS 


INTERCHANGEABLE 

% 


MAXIMUM 

FEMALE  CONTENT 
NO  % 


EF 

3 

0 

0 

EG 

4 

0 

0 

EH 

2 

0 

0 

El 

2 

0 

0 

EJ 

4 

0 

0 

EK 

23 

14 

61 

EL 

4 

0 

0 

EM 

2 

0 

0 

EN 

2 

0 

0 

EO 

9-557H 

2 

0 

0 

10 

20 

113 

120 

59 

55 

52 

46 

11 

10 

30 

115 

59 

51 

12 

10 

12 

10 

9-559H 

10 

20 

85 

117 

49 

54 

58 

46 

9 

12 

10 

10 

10- 7H 

123 

68 

55 

12 

10 

10-94H 

10 

50 

. 50 

100 

5 

10 

20 

114 

114 

lUO 

11 

10 

1 0-201 H 

67 

66 

99 

23 

55 

10-202H 

57 

56 

98 

20 

35 

10-206H 

76 

75 

99 

27 

35 

10-207H 

169 

132 

78 

59 

35 

10-226H 

49 

49 

100 

10 

20 

NOTE  1 


79 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

ritt  a i nun 

FEMALE  CONTENT 
NO  % 

REMARKS 

10-227H 

202 

202 

100 

71 

35 

10-296H 

10 

68 

64 

94 

24 

35 

20 

29 

29 

100 

10 

35 

10-297H 

107 

107 

100 

37 

35 

10-337H 

231 

231 

100 

23 

10 

10-407H 

252 

248 

98 

88 

35 

10-417H 

182 

182 

100 

64 

35 

10-437H 

138 

138 

100 

48 

35 

10-500G 

BA 

3 

3 

100 

NOTE  1 

BB 

5 

5 

100 

NOTE  1 

BC 

7 

7 

100 

NOTE  1 

BO 

18 

18 

100 

NOTE  1 

BE 

16 

16 

100 

NOTE  1 

BF 

6 

6 

100 

NOTE  1 

BG 

5 

5 

100 

NOTE  1 

BH 

8 

8 

100 

NOTE  1 

BI 

6 

6 

100 

NOTE  1 

EA 

64 

64 

100 

NOTE  1 

EG 

5 

5 

100 

NOTE  1 

EC 

56 

56 

100 

NOTE  1 

ED 

39 

39 

100 

NOTE  1 

EE 

5 

5 

100 

NOTE  1 

EF 

19 

19 

100 

WflTF  1 

80 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 
TOE_  POSITIONS  NO  % NO  % 


lo-soor, 

EG 

82 

82 

100 

FA 

10 

10 

100 

FB 

8 

8 

100 

FC 

3 

3 

100 

FD 

12 

12 

100 

FE 

22 

22 

100 

FF 

30 

30 

100 

FG 

4 

4 

100 

FH 

7 

7 

100 

FI 

9 

9 

100 

FJ 

15 

15 

100 

FK 

3 

3 

100 

GA 

7 

7 

100 

GB 

13 

13 

100 

GC 

19 

19 

100 

GD 

3 

3 

100 

GE 

21 

21 

100 

GF 

19 

19 

100 

HA 

2 

2 

100 

HB 

6 

6 

100 

HC 

1 

1 

100 

IA 

9 

9 

100 

IB 

6 

6 

100 

IC 

4 

4 

100 

REMARKS 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 


£1 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE  CONTENT 
NO  % 

REMARKS 

10-500G 

10 

9 

9 

100 

NOIL  1 

IE 

8 

8 

100 

NOTE  1 

IF 

26 

26 

100 

NOTE  1 

IG 

19 

19 

100 

NOTE  1 

IH 

7 

7 

100 

NOTE  1 

JA 

1 

1 

100 

NOTE  1 

JB 

11 

11 

100 

NOTE  1 

JC 

6 

6 

100 

NOTE  1 

JF 

8 

8 

100 

NOTE  1 

JE 

10 

10 

100 

NOTE  1 

JF 

17 

17 

100 

NOTE  1 

JG 

6 

6 

100 

NOTE  1 

JH 

2 

2 

100 

NOTE  1 

JI 

4 

4 

100 

NOTE  1 

JJ 

5 

0 

0 

JK 

6 

6 

100 

NOTE  1 

JL 

9 

0 

0 

JM 

8 

8 

100 

NOTE  1 

JN 

6 

6 

100 

NOTE  1 

JO 

4 

4 

100 

NOTE  1 

KA 

9 

0 

0 

KB 

11 

0 

0 

KC 

13 

13 

100 

NOTE  1 

KD 

9 

9 

100 

NOTE  1 

11-16G 

172 

132 

76 

26  15 

82- 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

11-17G 

227 

190 

83 

34 

15 

11-18G 

10 

315 

24 

7 

24 

7 

20 

341 

22 

6 

22 

6 

11-1 9G 

10 

108 

11 

10 

11 

10 

20 

121 

14 

12 

14 

12 

11-26H 

61 

61 

100 

9 

15 

11-27G 

198 

198 

100 

30 

15 

11-36H 

82 

49 

60 

8 

10 

11-37H 

193 

61 

32 

19 

10 

11-38H 

159 

0 

0 

1 1-39H 

150 

34 

23 

15 

10 

11-46G 

79 

79 

100 

12 

15 

11-47G 

267 

267 

100 

40 

15 

11-59H 

95 

0 

0 

11-76H 

05 

55 

65 

21 

25 

11-77H 

217 

50 

23 

54 

25 

11-78H 

184 

14 

7 

14 

7 

11-86H 

149 

71 

47 

37 

25 

11-87H 

179 

66 

36 

45 

25 

11-96G 

154 

106 

68 

39 

25 

11-97G 

152 

84 

55 

38 

25 

11-98G 

252 

242 

96 

63 

25 

11-102G 

182 

141 

77 

46 

25 

REMARKS 


83 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

11-116G 

42 

42 

100 

11 

25 

11-117G 

299 

116 

39 

75 

25 

11-122H 

51 

51 

100 

13 

25 

11-127G 

188 

154 

82 

47 

25 

11-137G 

270 

270 

100 

68 

25 

11-147G 

112 

71 

63 

28 

25 

11-176H 

60 

48 

80 

9 

15 

11-177H 

186 

56 

30 

28 

15 

11-178H 

133 

36 

27 

20 

15 

11-206H 

73 

0 

0 

11-207H 

179 

0 

0 

11-208H 

10 

137 

0 

0 

20 

187 

0 

0 

11-216H 

90 

0 

0 

11-217H 

207 

0 

0 

11-218H 

217 

0 

0 

11-226H 

108 

0 

0 

11-227H 

210 

0 

0 

11-228H 

237 

0 

0 

11-237G 

178 

34 

19 

45 

25 

11-257H 

170 

0 

0 

11-302G 

163 

163 

100 

41 

25 

11-303G 

148 

148 

100 

37 

25 

REMARKS 


84 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REMARKS 

1 1-327G 

373 

373 

100 

93 

25 

11-347G 

214 

214 

100 

54 

25 

11-357G 

141 

141 

100 

35 

25 

11-358G 

94 

94 

100 

24 

25 

11-367G 

190 

190 

100 

48 

25 

II-368G 

189 

189 

100 

47 

25 

II-377G 

272 

272 

100 

68 

25 

11-500G 

FA 

4 

4 

100 

NOTE  1 

FB 

19 

19 

100 

NOTE  1 

FC 

6 

6 

100 

NOTE  1 

FD 

4 

4 

100 

NOTE  1 

FE 

25 

25 

100 

NOTE  1 

FF 

5 

5 

100 

NOTE  1 

FG 

10 

10 

100 

NOTE  1 

FH 

7 

7 

100 

NOTE  1 

FI 

4 

4 

100 

NOTE  1 

FJ 

4 

4 

100 

NOTE  1 

FK 

9 

9 

100 

NOTE  1 

FL 

22 

22 

100 

NOTE  1 

FM 

2 

2 

100 

NOTE  1 

TE 

3 

3 

100 

NOTE  1 

TF 

12 

12 

100 

NOTE  1 

•JA 

5 

5 

100 

NOTE  1 

UB 

2 

2 

100 

NOTE  1 

85 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

11-500G 

UC 

3 

2 

100 

NOTE  1 

UD 

4 

0 

0 

UE 

2 

2 

100 

NOTE  1 

UF 

2 

2 

100 

NOTE  1 

11-500H 

AA 

2 

0 

0 

AB 

6 

4 

67 

NOTE  1 

AC 

8 

5 

63 

NOTE  1 

AD 

21 

15 

71 

NOTE  1 

11-520H 

GA 

2 

0 

0 

GB 

6 

3 

5C 

NOTE  1 

GC 

11 

7 

64 

NOTE  1 

GD 

13 

13 

100 

NOTE  1 

GE 

22 

22 

100 

NOTE  1 

GF 

3 

3 

100 

NOTE  1 

GG 

4 

4 

100 

NOTE  1 

GH 

4 

4 

100 

NOTE  1 

GI 

5 

0 

0 

GJ 

8 

0 

0 

GK 

12 

0 

0 

GL 

2 

0 

0 

GM 

2 

0 

0 

GN 

? 

0 

3 

86 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 

TOE  POSITIONS  NO  % NO  % REMARKS 


11-530H 

HA 

3 

3 

100 

NOTE  1 

HB 

4 

4 

100 

NOIL  1 

HC 

9 

9 

100 

NOTE  1 

hd 

14 

14 

100 

NOTE  1 

he 

14 

14 

100 

NOTE  1 

hf 

8 

8 

100 

NOTE  1 

HG 

14 

14 

100 

NOTE  1 

HH 

6 

6 

100 

NOTE  1 

HI 

2 

2 

100 

NOTE  1 

HJ 

3 

3 

100 

NOTE  1 

HK 

4 

4 

100 

NOTE  1 

HL 

1 

1 

100 

1 

NOTE  1 

HM 

1 

1 

100 

NOTE  1 

11-540H 

IA 

4 

0 

0 

IB 

4 

0 

0 

IC 

5 

0 

0 

ID 

5 

0 

0 

IE 

21 

0 

0 

IF 

11 

0 

0 

IG 

1 

0 

0 

IH 

3 

0 

0 

II 

3 

0 

0 

87 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 

POSITIONS  NO  S NO  % 


TOE 

11- 540H 
IJ 

IK 

IL 

IM 

IN 

10 

IP 

IQ 

IR 

IS 

IT 

12- 7H 
12-27H 
12-32H 
12-33H 
12-34H 
12-66H 

10 

20 

12-67H 

10 

20 

30 

40 

50 


3 

3 

3 

3 

3 

7 
3 
3 

8 
6 
3 

249 

258 

174 

153 

222 

45 

34 

77 

109 

142 

'.80 

210 


0 

0 

0 

0 

0 

0 

0 

0 

8 

5 

0 

249 

258 

166 

133 

2’Q 

45 

34 

77 

109 

142 

180 

210 


0 

0 

0 

0 

0 

0 

0 

0 

100 

83 

0 

100 

100 

95 

87 

95 

100 

100 

100 

100 

100 

100 

100 


25 

26 


20 

10 

23 

33 

43 

54 

63 


10 

10 


45 

30 


REMARKS 


NOTE  1 
NOTE  1 


NOTE  5 
NOTE  5 
NOTE  5 


30 

30 

39 

30 

30 


88 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REMARKS 

12-67H 

60 

24„ 

243 

100 

73 

30 

70 

291 

291 

100 

87 

30 

12-87H 

232 

232 

100 

23 

10 

12-107G 

10 

39 

39 

100 

12 

30 

20 

31 

31 

100 

9 

30 

12-167H 

99 

0 

0 

12--177H 

119 

0 

0 

12-197H 

95 

0 

0 

12-51  OH 

10 

47 

47 

100 

14 

30 

20 

81 

81 

100 

24 

30 

12-530H 

AA 

3 

3 

100 

NOTE  1 

AB 

7 

7 

100 

NOTE  1 

FA 

"7 

t 

7 

100 

NOTE  1 

12-550H 

" 

AA 

3 

3 

100 

NOTE  1 

AB 

3 

3 

100 

NOTE  1 

AC 

4 

4 

100 

NOTE  1 

AO 

4 

4 

100 

NOTE  1 

FA 

2 

2 

100 

NOTE  1 

FB 

4 

4 

10c 

NOTE  1 

FC 

6 

6 

100 

"NOTE  1 

FD 

13 

13 

100 

NOTE  1 

89 


TOE 

enlisted 

POSITIONS 

INTERCHANGEABLE 
NO  % 

1 2-550H 
FE 

19 

19 

100 

GA 

1 

1 

100 

GB 

2 

2 

100 

GC 

5 

5 

100 

GO 

7 

7 

100 

HA 

1 

1 

100 

IA 

14 

14 

100 

IB 

26 

26 

100 

IC 

50 

50 

100 

JA 

4 

4 

100 

JB 

8 

8 

100 

JC 

14 

14 

100 

KA 

4 

4 

o 

o 

KB 

9 

9 

100 

KC 

17 

17 

100 

LA 

1 

1 

100 

LB 

2 

2 

100 

LC 

12-560H 

3 

3 

100 

AA 

4 

4 

100 

AB 

5 

5 

100 

AC 

3 

3 

100 

AD 

5 

5 

100 

CA 

6 

6 

100 

CB 

9 

9 

100 

MAXIMUM 
FEMALE  CONTENT 
NO  % 


REMARKS 

note  1 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  I 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  I 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
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MAXIMUM 


ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

14-50CG 

FF 

47 

47 

100 

NOTE  1 

FG 

61 

61 

100 

NOTF  1 

FH 

74 

74 

100 

NOTF  1 

FI 

89 

89 

100 

NOTE  1 

FJ 

100 

100 

100 

NOTE  1 

FK 

127 

127 

100 

NOTE  1 

FL 

153 

153 

100 

NOTE  1 

GA 

2 

2 

100 

NOTE  1 

GB 

5 

5 

100 

NOTE  1 

GC 

9 

9 

100 

NOTE  1 

GD 

12 

12 

100 

NOTE  1 

GE 

17 

17 

100 

NOTE  1 

GF 

24 

24 

100 

NOTE  1 

GG 

29 

29 

100 

NOTE  1 

GH 

34 

34 

100 

NOTE  1 

GI 

42 

42 

100 

NOTE  1 

HA 

1 

1 

100 

NOTE  1 

14-500H 

HB 

3 

3 

100 

NOTE  1 

HC 

6 

6 

100 

NOTE  1 

HD 

8 

8 

100 

NOTE  1 

HE 

11 

11 

100 

NOTE  1 

HF 

13 

13 

100 

NOTE  1 

IA 

3 

3 

100 

NOTE  1 

IB 

5 

5 

100 

NOTE  1 

91 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REMARKS 

12-560H 

FA 

2 

2 

100 

■ 

NOTE  1 

GA 

5 

5 

100 

NOTE  1 

GB 

8 

8 

100 

NOTE  1 

12-570G 

10 

36 

36 

100 

11 

30 

20 

78 

78 

100 

35 

45 

14-4G 

289 

289 

100 

130 

45 

14-7H 

102 

102 

100 

10 

10 

14-27H 

106 

106 

100 

11 

10 

14-87H 

93 

93 

100 

0 

10 

14-500G 

AA 

2 

2 

100 

NOTE  1 

AB 

4 

4 

100 

NOTE  1 

AC 

4 

4 

100 

NOTE  1 

AD 

4 

4 

100 

NOTE  1 

AE 

6 

6 

100 

NOTE  1 

AF 

7 

7 

100 

NOTE  1 

AG 

7 

7 

100 

NOTE  1 

AH 

8 

8 

100 

NOTE  1 

AI 

9 

9 

100 

NOTE  1 

FA 

12 

12 

100 

NOTE  1 

FB 

15 

15 

100 

NOTE  1 

FC 

19 

19 

100 

NOTE  1 

FD 

27 

27 

100 

NOTE  1 

FE 

35 

35 

100 

NOTE  1 

92 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

k> 

NO 

% 

REMARKS 

TT-'SUOIF 

IC 

8 

8 

100 

NOT!  1 

ID 

12 

12 

100 

NOTE  1 

IE 

18 

18 

100 

NOTE  1 

JA 

4 

4 

100 

NOTE  1 

16-4H 

11 

11 

100 

3 

30 

17-4H 

120 

100 

83 

12 

10 

17-102H 

216 

0 

0 

19-27H 

182 

23 

13 

13 

10 

19-47H 

136 

13 

9 

13 

9 

19-67H 

149 

20 

13 

10 

10 

19-76H 

47 

46 

97 

7 

15 

19-77H 

10 

173 

173 

100 

26 

15 

20 

173 

173 

100 

26 

15 

19-87H 

10 

151 

22 

14 

15 

10 

20 

151 

22 

14 

IE 

10 

19-97H 

136 

136 

100 

20 

15 

19-237H 

73 

43 

58 

11 

15 

19-247H 

120 

12 

10 

12 

10 

19-252G 

72 

72 

100 

18 

25 

19-256G 

10 

278 

101 

36 

70 

25 

20 

293 

116 

39 

73 

25 

93 


20 

19-272H 

10 

20 

1 9-282H 
19-316G 
19-500H 
AA 
AB 
AC 
AD 
AE 

19-503G 
1 9-51  OH 
FA 
FB 
FC 
FD 
FE 
FF 
FG 
FH 


45 

63 

54 

59 

97 

1 

•1 

4 

6 

22 

57 

4 

5 
9 
2 
2 
3 
3 
2 


44 

62 

53 

59 

71 


1 

1 

4 

6 

21 

57 

4 

5 
9 
2 
2 
3 
3 
2 


98 

98 

98 

100 

73 

100 

100 

100 

100 

95 

100 

100 

100 

100 

100 

100 

100 

100 

100 


10 

14 

15 
24 


14 


15 

15 

25 

25 

25 


25 


NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 


NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 


94 


' ^ 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

* V 
Aj 

NO 

% 

REMARKS 

19-5301' 

HB 

27 

14 

52 

NOTE  1 

HC 

35 

21 

60 

NOTE  1 

HD 

50 

31 

62 

NOTE  1 

HE 

4 

0 

0 

HF 

4 

0 

0 

HG 

1 

0 

0 

19-540H 

JA 

3 

3 

100 

NOTE  1 

JB 

8 

8 

100 

NOTE  1 

JC 

3 

3 

100 

NOTE  1 

JO 

3 

3 

100 

NOTE  1 

JE 

1 

1 

100 

NOTE  1 

JF 

2 

2 

100 

NOTE  1 

JG 

1 

1 

100 

NOTE  1 

JH 

2 

2 

100 

NOTE  1 

JI 

1 

t 

100 

NOTE  1 

JJ 

1 

1 

100 

NOTE  1 

JK 

2 

2 

100 

NOTE  1 

19-550H 

KA 

4 

2 

50 

NOTE  1 

KB 

7 

4 

57 

NOTE  1 

KC 

8 

5 

63 

NOTE  1 

KD 

4 

4 

100 

NOTE  1 

KE 

9 

6 

67 

NOTE  1 

KF 

2 

2 

100 

NOTE  1 

95 


/ 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

19-510H 

FI 

2 

2 

100 

NOTE  1 

FJ 

1 

1 

100 

NOTE  1 

FK 

1 

1 

100 

NOTE  1 

FI. 

3 

3 

100 

NOTE  1 

FM 

4 

4 

100 

NOTE  1 

FN 

L 

2 

100 

NOTE  1 

FO 

2 

2 

100 

NOTE  1 

TP 

2 

2 

100 

NOTE  1 

FQ 

2 

2 

100 

NOTE  1 

FR 

2 

2 

100 

NOTE  1 

FS 

1 

1 

100 

NOTE  1 

FT 

2 

2 

100 

NOTE  1 

FU 

1 

1 

100 

NOTE  1 

FV 

1 

1 

100 

NOTE  1 

FW 

1 

1 

100 

NOTE  1 

FX 

1 

1 

100 

NOTE  1 

FY 

5 

5 

100 

NOTE  1 

FZ 

6 

6 

100 

NOTE  1 

19-520H 

GA 

2 

2 

100 

NOTE  1 

GB 

6 

6 

100 

NOTE  1 

GC 

13 

13 

100 

NOTE  1 

GD 

10 

10 

100 

NOTE  1 

19-530H 

HA 

14 

C 

43 

NOTE  1 

MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

1 

NO 

X 

REMARKS 

’9  5 5 OH 
KG 

4 

3 

75 

NOTE  1 

20-17H 

2 

2 

100 

1 

45 

20-20H 

10 

3 

0 

0 

20 

6 

0 

0 

30 

8 

4 

50 

4 

45 

40 

11 

7 

64 

5 

45 

27-500H 

AA 

4 

4 

100 

NOTE  1 

FA 

3 

3 

100 

NOTE  1 

FB 

4 

4 

100 

NOTE  1 

FC 

5 

5 

100 

NOTE  1 

GA 

2 

0 

0 

GB 

1 

0 

0 

HA 

3 

3 

100 

NOTE  1 

HB 

5 

5 

100 

NOTE  1 

HD 

1 

1 

100 

NOTE  1 

1A 

1 

1 

100 

NOTE  1 

IB 

2 

2 

100 

NOTE  1 

JA 

5 

5 

100 

NOTE  1 

JB 

3 

3 

100 

NOTE  1 

JC 

2 

2 

100 

NOTE  1 

JD 

3 

3 

100 

NOTE  1 

JE 

2 

2 

100 

NOTE  1 

KA 

1 

1 

100 

NOTE  1 

97 


TOE 


ENLISTED 

POSITIONS 


INTERCHANGEABLE 


MAXIMUM 
FEMALE  CONTENT 


27-500H 

KB 

3 

3 

100 

KC 

5 

5 

100 

29-2H 

107 

95 

89 

11 

10 

29-6H 

82 

81 

99 

8 

10 

29-16H 

115 

106 

92 

12 

10 

29-17H 

108 

0 

0 

29-18H 

184 

146 

79 

18 

10 

29-26H 

114 

105 

92 

11 

10 

29-27H 

169 

0 

0 

29-28H 

210 

158 

75 

21 

10 

29-36H 

116 

107 

92 

17 

10 

29-37H 

174 

0 

0 

29-38H 

244 

182 

76 

24 

10 

29-42H 

10 

145 

103 

71 

15 

10 

20 

145 

1 03 

71 

15 

10 

29-43H 

128 

121 

95 

13 

10 

29-46H 

57 

56 

98 

6 

10 

29-47H 

150 

74 

49 

15 

10 

29-48H 

47 

0 

0 

29-52H 

110 

88 

80 

11 

10 

29-53H 

100 

93 

93 

10 

10 

29-56H 

27 

27 

100 

3 

10 

29-57H 

171 

144 

84 

17 

10 

29-58H 

77 

0 

0 

REMARKS 
NOTE  1 
NOTE  1 


96 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE  POSITIONS 


29-124G 

284 

29-127H 

184 

29-129G 

263 

29-134H 

210 

29-136H 

42 

29-137H 

242 

29-1 39H 

194 

29-146G 

82 

29-147G 

297 

29-156H 

189 

29-157H 

307 

29-158H 

124 

29-207H 

205 

29-208H 

361 

29-226H 

131 

29-227H 

91 

29-246H 

48 

29-247H 

179 

29-307G 

140 

29-408G 

60 

29-427H 

247 

29-449H 

161 

29-500G 

AA 

2 

AB 

3 

NO 

X 

NO 

250 

88 

57 

156 

85 

37 

263 

100 

53 

206 

98 

42 

41 

97 

8 

230 

95 

48 

159 

82 

39 

81 

99 

16 

276 

93 

59 

0 

0 

0 

0 

i 

0 

0 

199 

97 

41 

251 

96 

72 

131 

100 

33 

91 

100 

18 

0 

0 

0 

0 

53 

38 

28 

48 

80 

9 

241 

98 

86 

9 

6 

9 

2 

100 

3 

100 

% Remarks 

20 

20 

20 

20 

20 

20 

20 

20 

20 


20 

20 

2E 

20 

20 

15 

35 

6 

NOTE  1 
NOTE  1 


99 


r»  ••  i r rrn  nMAiriUn 

rosmws  1"™w,i(:e;b^  ram-t  content 


29-76H 

56 

0 

0 

2 9-/7H 

148 

0 

0 

29-79H 

230 

0 

0 

29-86H 

191 

172 

90 

19 

10 

29-87H 

10 

90 

0 

0 

20 

90 

0 

0 

29-88H 

111 

53 

48 

11 

10 

29-96H 

34 

33 

98 

7 

21 

29-97H 

130 

105 

58 

21 

12 

29-98H 

10 

68 

0 

0 

20 

69 

0 

0 

29-99H 

168 

0 

0 

29-102H 

70 

58 

83 

14 

20 

29-106H 

54 

0 

0 

29-107H 

147 

0 

0 

29-109H 

116 

0 

0 

29-11 1H 

108 

101 

94 

49 

45 

29-112H 

568 

563 

99 

256 

45 

29-114H 

205 

188 

92 

41 

20 

29-118H 

207 

164 

79 

41 

20 

29-11 9H 

10 

262 

262 

100 

52 

20 

20 

288 

288 

100 

50 

20 

remarks 


joo 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

* 

HO 

% 

REMARKS 

29-5(50G 

AC 

6 

6 

100 

NOTE  1 

AD 

29 

28 

97 

NOTE  1 

BA 

1 

1 

100 

NOTE  1 

BB 

1 

1 

100 

NOTE  1 

BC 

3 

3 

100 

NOTE  1 

BD 

2 

2 

100 

NOTE  1 

BE 

8 

8 

100 

NOTE  1 

BF 

1 

1 

100 

NOTE  1 

BG 

25 

17 

68 

NOTE  1 

BH 

40 

22 

55 

NOTE  1 

BI 

34 

2/ 

79 

NOTE  1 

BJ 

37 

36 

97 

NOTE  1 

BK 

34 

32 

94 

NOTE  1 

BL 

26 

15 

58 

NOTE  1 

BM 

9 

9 

100 

NOTE  1 

BN 

14 

14 

100 

NOTE  1 

BO 

37 

37 

100 

NOTE  1 

BP 

14 

14 

100 

NOTE  1 

BQ 

i 

7 

100 

NOTE  1 

BR 

13 

13 

100 

NOTE  1 

CA 

4 

4 

100 

NOTE  1 

CB 

1 

1 

100 

NOTE  1 

CC 

1 

1 

100 

NOTE  1 

CD 

1 

1 

100 

NOTE  1 

DA 

1 

0 

0 

10 


JOE 

?Q.^nrfr 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

MAXIMUM 
FEMALE  CONTENT 
NO  % 

REiMA^K 

<L  J «)UUu 

DB 

2 

2 

100 

NOTE  1 

DC 

3 

3 

100 

NOTE  1 

DD 

3 

3 

100 

NOTE  1 

DE  ;*  < 

10 

■i 

10 

100 

NOTE  1 

EA 

. > 

5 

5 

100 

NOTE  1 

EB 

3 

3 

100 

NOTE  1 

EC 

1 

!\  i 

100 

NOTE  1 

ED 

3 

f 

3 

1 

100 

NOTE  1 

EE 

1 

' 1 

100 

NOTE  1 

EF 

7 

7 

100 

NOTE  1 

EG 

1 

1 

100 

NOTE  1 

EH 

2 

2 

100 

NOTE  1 

El 

9 

8 

89 

NOTE  1 

EJ 

4 

4 

100 

NOTE  1 

EK 

5 

5 

100 

NOTE  1 

EL 

4 

0 

0 

NOTE  1 

FA 

1 

1 

100 

NOTE  1 

FB 

13 

13 

100 

NOTE  1 

FC 

13 

13 

100 

NOTE  1 

FD 

4 

4 

100 

NOTE  1 

FE 

2 

2 

100 

NOTE  1 

FF 

2 

2 

100 

NOTE  1 

GA 

4 

4 

100 

NOTE  1 

GB 

1 

1 

100 

NOTE  1 

GC 

26 

26 

100 

NOTE  1 

102 


ENLISTED  INTERCHANGEABLE 


TOE  POSITIONS  NO % 


29-500G 

GD 

20 

20 

100 

GE 

13 

13 

100 

GF 

16 

16 

100 

GG 

19 

19 

100 

GH 

22 

22 

100 

HA 

1 

1 

100 

29-504H 

176 

176 

100 

29-512H 

200 

191 

95 

29-600H 

DA 

1 

1 

100 

DB 

1 

1 

100 

DC 

1 

1 

100 

DD 

1 

1 

100 

DE 

1 

1 

100 

DF 

1 

1 

100 

DG 

1 

1 

100 

DH 

1 

1 

100 

01 

8 

8 

100 

DJ 

10 

10 

100 

DK 

16 

16 

100 

DL 

23 

23 

100 

DM 

1 

1 

100 

29-610H 

EA 

1 

1 

100 

EB 

1 

1 

100 

MAXIMUM 
FEMALE  CONTENT 

NO  % REMARKS 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 

62  35 

70  35 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 

NOTE  1 
NOTE  1 


1C3 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

c^-D 1 L n 

EC 

1 

1 

100 

ED 

3 

3 

100 

EE 

1 

1 

100 

EF 

1 

1 

100 

EG 

10 

10 

100 

EH 

1 

1 

100 

El 

1 

1 

100 

EJ 

29 

29 

100 

EK 

53 

53 

100 

EL 

1 

1 

100 

EM 

7 

7 

100 

EN 

1 

1 

100 

EO 

1 

1 

100 

EP 

15 

15 

100 

EO 

1 

1 

100 

ER 

14 

14 

100 

ES 

3 

3 

100 

ET 

1 

1 

100 

EU 

1 

1 

100 

EV 

1 

1 

100 

29-620G 

FA 

54 

47 

82 

FB 

13 

13 

100 

FC 

12 

12 

100 

FD 

26 

5 

19 

MAXIMUM 
FEMALE  CONTENT 

N0  * REMARKS 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 


104 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 

TOE  POSITIONS  NO  % NO  % 


29-620G 

FE 

26 

5 

19 

FF 

15 

4 

27 

FG 

13 

6 

46 

FH 

21 

0 

0 

FI 

11 

0 

0 

FJ 

7 

0 

0 

29-630H 

GA 

2 

2 

100 

GB 

4 

4 

100 

GC 

3 

3 

100 

GO 

2 

2 

100 

GE 

3 

3 

100 

GF 

3 

3 

100 

GG 

8 

8 

100 

GH 

3 

3 

100 

GI 

3 

3 

100 

GJ 

1 

1 

100 

GK 

2 

2 

100 

GL 

3 

3 

100 

GM 

3 

3 

100 

GN 

4 

4 

100 

GO 

6 

6 

100 

GP 

6 

6 

100 

GQ 

3 

3 

100 

29-640G 

HA 

8 

8 

100 

REMARKS 
NOTL  1 
NOTC  1 
NOTE  1 


NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 


NOTE  1 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO  % 

REMARKS 

29-640G 

HB 

20 

20 

100 

NOTE  1 

HC 

20 

20 

100 

NOTE  1 

29-650G 

IA 

3 

3 

100 

NOTE  1 

IB 

3 

3 

100 

NOTE  1 

IC 

2 

2 

100 

NOTE  1 

ID 

1 

1 

100 

NOTE  1 

29-660H 

JA 

3 

3 

100 

NOTE  1 

JB 

5 

3 

60 

NOTE  1 

JC 

7 

4 

57 

NOTE  1 

JD 

1 

1 

100 

NOTE  1 

JE 

10 

6 

60 

NOTE  1 

29-680G 

LA 

1 

1 

100 

NOTE  1 

LB 

1 

1 

100 

NOTE  1 

LC 

1 

1 

100 

NOTE  1 

LD 

1 

1 

100 

NOTE  1 

LE 

1 

1 

100 

NOTE  1 

LF 

8 

8 

100 

NOTE  1 

LG 

8 

8 

100 

NOTE  1 

LH 

8 

8 

100 

NOTE  1 

LI 

3 

3 

100 

NOTE  1 

LJ 

19 

19 

100 

NOTE  1 

106 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

300-500G 

AA 

9 

9 

100 

NOTE  4 

AB 

13 

13 

100 

NOTE  4 

AC 

24 

24 

100 

NOTE  4 

AD 

24 

23 

96 

NOTE  4 

AE 

4 

4 

100 

NOTE  4 

AF 

52 

52 

100 

NOTE  4 

AG 

46 

46 

100 

NOTE  4 

AH 

3 

3 

100 

NOTE  4 

AI 

3 

3 

100 

NOTE  4 

AJ 

1 

1 

100 

NOTE  4 

AK 

1 

1 

100 

NOTE  4 

AM 

3 

3 

100 

NOTE  4 

AN 

2 

2 

100 

NOTE  4 

BA 

2 

2 

100 

NOTE  4 

FA 

2 

2 

100 

NOTE  4 

FB 

10 

10 

100 

NOTE  4 

FC 

14 

14 

100 

NOTE  4 

GA 

4 

4 

100 

NOTE  4 

GB 

2 

2 

100 

NOTE  4 

GC 

2 

2 

100 

NOTE  4 

GD 

1 

1 

100 

NOTE  4 

GE 

7 

7 

100 

NOTE  4 

HA 

2 

2 

100 

NOTE  4 

HB 

1 

1 

100 

NOTE  4 

107 


MAXIMUM 


TUL 

l NLISTED 
POSITIONS 

INTERCHANGEABLE 
NO  % ~ - 

FEMALE 
- . NO 

CONTENT 

% 

REMARKS 

29-680C. 

LK 

1 

1 

100 

NOTE  1 

LM 

1 

1 

100 

NOTE  1 

LN 

1 

1 

100 

NOTE  1 

30-6H 

99 

98 

99 

15 

15 

30-7H 

32 

'2 

100 

5 

15 

30-8H 

36 

36 

100 

9 

25 

30-14H 

21 

0 

0 

30-17H 

70 

70 

100 

11 

15 

30-18H 

161 

158 

98 

24 

15 

30-26H 

164 

163 

99 

25 

15 

30-27H 

85 

85 

100 

13 

15 

30-28H 

103 

103 

100 

15 

• 15 

30-29H 

95 

94 

99 

14 

15 

30-34H 

119 

115 

97 

18 

15 

30-37H 

30 

30 

100 

3 

10 

30-42H 

177 

176 

99 

44 

25 

30-44H 

43 

43 

ICO 

11 

25 

30-46H 

124 

122 

98 

31 

25 

30-47H 

88 

87 

99 

22 

25 

30-48H 

115 

110 

96 

28 

25 

30-49H 

32 

32 

100 

8 

25 

30-66H 

145 

145 

100 

18 

25 

30-67H 

97 

97 

100 

24 

25 

30-68H 

40 

40 

100 

18 

45 

30-128H 

194 

171 

88 

29 

15 

108 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

<V 

NO 

% 

REMARKS 

30-5OOG 

HC 

1 

1 

100 

NOTE  4 

HD 

3 

3 

100 

NOTE  4 

IA 

2 

2 

100 

NOTE  4 

IB 

1 

1 

100 

NOTE  4 

IC 

1 

1 

100 

NOTE  4 

ID 

3 

3 

100 

NOTE  4 

JA 

4 

4 

100 

NOTE  4 

JB 

14 

13 

93 

NOTE  4 

KA 

4 

4 

100 

NOTE  4 

KB 

9 

9 

100 

NOTE  4 

KC 

2 

2 

100 

NOTE  4 

KD 

2 

2 

100 

NOTE  4 

KF 

8 

8 

100 

NOTE  4 

LA 

2 

2 

100 

NOTE  4 

LB 

1 

1 

100 

NOTE  4 

LC 

1 

1 

100 

NOTE  4 

LD 

3 

3 

100 

NOTE  4 

MA 

2 

2 

100 

NOTE  4 

MB 

1 

1 

100 

NOTE  4 

30-600G 

AA 

2 

2 

100 

NOTE  4 

AB 

4 

4 

100 

NOTE  4 

AC 

5 

5 

100 

NOTE  4 

AD 

23 

23 

100 

NOTE  4 

AE 

31 

31 

100 

NOTE  4 

109 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

30-600G 

FA 

2 

2 

100 

NOTE  4 

FB 

1 

1 

100 

NOTE  4 

FC 

1 

1 

100 

NOTE  4 

FD 

2 

2 

100 

NOTE  4 

FE 

1 

1 

100 

NOTE  4 

GA 

3 

3 

100 

not:  4 

GB 

1 

1 

100 

NOTE  4 

GC 

1 

1 

100 

NOTE  4 

GD 

1 

1 

100 

NOTE  4 

GE 

1 

1 

100 

NOTE  4 

HA 

3 

3 

100 

NOTE  4 

HB 

1 

1 

100 

NOTE  4 

HC 

1 

1 

100 

NOTE  4 

HD 

1 

1 

100 

NOTE  4 

HE 

1 

1 

100 

NOTE  4 

IA 

3 

3 

100 

NOTE  4 

JA 

3 

3 

100 

NOTE  4 

JB 

1 

1 

100 

NOTE  4 

JC 

1 

1 

100 

NOTE  4 

JD 

2 

2 

100 

NOTE  4 

JE 

1 

1 

ICO 

NOTE  4 

KA 

2 

2 

100 

NOTE  4 

LA 

3 

3 

100 

NOTE  4 

LB 

10 

10 

100 

NOTE  4 

LC 

10 

10 

100 

NOTE  4 

110 


MAXIMUM 


ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

LD 

2 

2 

100 

NOTE  4 

LE 

3 

3 

100 

NOTE  4 

LF 

7 

7 

100 

NOTE  4 

LG 

13 

13 

100 

NOTE  4 

LH 

10 

8 

80 

NOTE  4 

LI 

5 

3 

60 

NOTE  4 

LJ 

4 

2 

50 

NOTE  4 

LK 

4 

4 

100 

NOTE  4 

LL 

7 

7 

100 

NOTE  4 

LM 

6 

6 

100 

NOTE  4 

LN 

5 

4 

80 

NOTE  4 

LO 

8 

7 

88 

NOTE  4 

LP 

9 

9 

100 

NOTE  4 

MA 

4 

4 

100 

NOTE  4 

MB 

4 

4 

100 

NOTE  4 

MC 

3 

3 

100 

NOTE  4 

NA 

3 

3 

100 

NOTE  4 

NB 

1 

1 

100 

NOTE  4 

NC 

1 

1 

100 

NOTE  4 

ND 

2 

2 

100 

NOTE  4 

NE 

2 

2 

100 

NOTE  4 

NF 

2 

2 

100 

NOTE  4 

NG 

6 

6 

100 

NOTE  4 

NH 

1 

1 

100 

NOTE  4 

NK 

2 

2 

100 

NOTE  4 

11J 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  * 

FEMALE 

''0 

CONTENT 

* 

REMARKS 

30-600G 

OA 

2 

2 

100 

NOTE  4 

OB 

7 

7 

100 

NOTE  4 

OC 

2 

2 

100 

NOTE  4 

OD 

37 

37 

100 

NOTE  4 

OE 

5 

5 

100 

NOTE  4 

OF 

8 

8 

100 

NOTE  4 

OG 

22 

22 

100 

NOTE  4 

31-102H 

58 

0 

0 

31-127H 

178 

0 

0 

32-52H 

149 

134 

90 

22 

15 

32-56H 

105 

100 

95 

16 

15 

32-57H 

10 

189 

0 

0 

20 

189 

0 

0 

32-59G 

162 

124 

77 

24 

15 

32-64H 

120 

0 

0 

32-73H 

145 

144 

99 

21 

15 

32-78G 

187 

168 

90 

28 

15 

32-83H 

225 

224 

99 

34 

15 

32-89H 

253 

0 

0 

32-99H 

193 

161 

83 

29 

15 

32-104H 

41 

0 

0 

32-109G 

32 

19 

59 

5 

15 

32-500G 

AA 

2 

2 

100 

NOTE  1 

112 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE  CONTENT 
NO  % 

REMARKS 

32-500G 

AB 

2 

2 

100 

NOTE  1 

AC 

2 

2 

100 

NOTE  1 

AD 

2 

2 

100 

NOTE  1 

AE 

1 

1 

100 

NOTE  1 

AT 

2 

2 

100 

NOTE  1 

AG 

2 

2 

100 

NOTE  1 

AH 

2 

2 

100 

NOTE  1 

AI 

2 

2 

100 

NOTE  1 

AJ 

2 

2 

100 

NOTE  1 

AK 

2 

2 

100 

NOTE  1 

AL 

2 

2 

100 

NOTE  1 

AM 

2 

2 

100 

NOTE  1 

AN 

2 

2 

100 

NOTE  1 

AO 

24 

24 

100 

NOTE  1 

AP 

8 

0 

0 

AQ 

4 

0 

0 

32-510G 

EA 

4 

4 

100 

NOTE  1 

EB 

2 

2 

100 

NOTE  1 

EC 

2 

2 

100 

NOTE  1 

ED 

3 

3 

100 

NOTE  1 

EE 

3 

3 

100 

NOTE  1 

EF 

2 

2 

100 

NOTE  1 

EG 

2 

2 

100 

NOTE  1 

EH 

2 

2 

100 

NOTE  1 

113 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  t 

31-51 OG 

El 

2 

2 

100 

32-520H 

GA 

25 

25 

100 

GB 

3 

3 

100 

GC 

6 

6 

100 

HA 

7 

7 

100 

HB 

7 

7 

100 

HC 

6 

6 

100 

HD 

3 

3 

100 

HE 

2 

2 

100 

HF 

2 

2 

100 

HG 

11 

11 

100 

HH 

7 

7 

100 

HI 

5 

5 

100 

HJ 

11 

11 

100 

KA 

2 

2 

100 

KB 

7 

7 

100 

NA 

3 

3 

100 

NB 

3 

3 

100 

NC 

9 

9 

100 

ND 

13 

13 

100 

NE 

14 

14 

100 

32-525G 

JA 

25 

25 

100 

JB 

4 

4 

100 

JC 

2 

2 

100 

MAXIMUM 
FEMALE  CONTENT 

NO  % REMARKS 

NOTE  1 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  I 
NOTE  I 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 

NOTE  1 
NOTE  1 
NOTE  1 


114 


1 


MAXIMUM 


TOE 

ENLISTED 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE 

NO 

CONTENT 

% 

REMARKS 

33-500H 

HA 

2 

0 

0 

HB 

3 

0 

0 

HC 

2 

0 

0 

IA 

4 

0 

0 

IB 

13 

13 

100 

NOTE  2 

IC 

13 

11 

85 

. NOTE  2 

ID 

13 

13 

100 

NOTE  2 

IE 

6 

6 

100 

NOTE  2 

KA 

2 

2 

100 

NOTE  2 

KB 

10 

10 

100 

NOTE  2 

KC 

4 

4 

100 

NOTE  2 

KD 

3 

3 

100 

NOTE  2 

KE 

6 

6 

100 

NOTE  2 

37-4H 

117 

99 

85 

12 

10 

37-102H 

215 

0 

0 

^1 -12H 

145 

145 

100 

65 

45 

41-201H 

103 

103 

100 

31 

30 

41-500H 

AA 

4 

0 

0 

AB 

1? 

10 

83 

NOTE  3 

AC 

22 

17 

77 

NOTE  3 

AD 

28 

22 

79 

NOTE  3 

FA 

2 

2 

100 

NOTE  3 

FB 

3 

3 

100 

NOTE  3 

FC 

3 

3 

100 

NOTE  3 

115 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

* 

NO 

* 

REMARKS 

32-525G 

JD 

11 

11 

100 

NOTE  1 

32-555G 

PA 

1 

1 

100 

NOTE  1 

PB 

2 

2 

100 

NOTE  1 

PC 

2 

2 

100 

NOTE  1 

PD 

3 

3 

100 

NOTE  1 

PE 

3 

3 

100 

NOTE  1 

PG 

7 

7 

100 

NOTE  1 

PH 

3 

3 

100 

NOTE  1 

PI 

3 

3 

100 

NOTE  1 

33-500H 

AA 

5 

5 

100 

NOTE  2 

AB 

35 

35 

100 

NOTE  2 

AC 

45 

45 

100 

NOTE  2 

BA 

9 

3 

33 

NOTE  2 

FA 

1 

0 

0 

NOTE  2 

FB 

12 

12 

100 

NOTE  2 

FC 

10 

8 

80 

NOTE  2 

FD 

10 

10 

100 

NOTE  2 

FE 

13 

12 

93 

NOTE  2 

GA 

13 

0 

0 

NOTE  2 

GB 

10 

0 

0 

NOTE  2 

GC 

14 

14 

100 

NOTE  2 

GD 

11 

11 

100 

NOTE  2 

Gt. 

34 

34 

100 

NOTE  2 

116 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

41-500H 

GA 

2 

0 

0 

GB 

3 

0 

0 

GC 

3 

3 

TOO 

NOTE  3 

HA 

2 

2 

100 

NOTE  3 

HB 

3 

3 

100 

NOTE  3 

HC 

4 

4 

100 

NOTE  3 

HD 

3 

3 

100 

NOTE  3 

IA 

3 

0 

0 

IB 

5 

0 

0 

IC 

7 

7 

100 

NOTE  3 

JA 

2 

0 

0 

JB 

4 

0 

0 

JC 

4 

2 

50 

NOTE  3 

KA 

3 

3 

100 

NOTE  3 

KB 

4 

4 

100 

NOTE  3 

KC 

5 

5 

100 

NOTE  3 

LA 

2 

2 

100 

NOTE  3 

LB 

3 

3 

100 

NOTE  3 

LC 

4 

4 

100 

NOTE  3 

MA 

2 

2 

100 

NOTE  3 

MB 

2 

2 

100 

NOTE  3 

MC 

3 

3 

100 

NOTE  3 

NA 

2 

2 

100 

NOTE  3 

NB 

3 

3 

100 

NOTE  3 

NC 

5 

5 

100 

NOTE  3 
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TOE 

4TOTT 

OA 

OB 

OC 

PA 

PB 

PC 

QA 

QB 

QC 

RA 

RB 

RC 

SA 

SB 

SC 

TA 

TB 

TC 

UA 

UB 

UC 

V A 

VB 

VC 

WA 

WB 


ENLISTED 

POSITIONS 


2 

3 

2 

3 

4 

2 

3 

4 
2 

3 

4 
2 

5 
8 
2 
3 
5 
2 

3 

4 
2 
2 
2 
2 
3 


INTERCHANGEABLE 
NO  % 

1 100 

2 ICO 

3 100 

2 100 

3 100 

4 100 

2 100 

3 100 

4 100 

2 100 

3 100 

4 100 

0 0 

0 0 

8 100 

0 0 

0 0 

5 100 

2 100 

3 100 

4 100 

0 0 

2 100 

2 100 

2 100 

3 100 


MAXIMUM 
FEMALE  CONTENT 
NO  % 


REMARKS 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 


NOTE  3 


NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 

NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
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TOE 

' ENLISTEO 
POSITIONS 

INTERCHANGEABLE 
NO  % 

MAXIMUM 
FEMALE  CONTENT 
NO  % 

^ t juun 

wc 

5 

5 

100 

XA 

1 

1 

100 

XB 

3 

3 

100 

YA 

2 

2 

100 

YB 

3 

3 

100 

YC 

4 

4 

100 

ZA 

4'. 

0 

0 

ZB 

6 

0 

0 

ZC 

8 

8 

100 

44-2G 

70 

7 

10 

7 10 

44-8G 

15 

2 

15 

2 15 

44-12G 

69 

6 

9 

6 9 

45-7H 

24 

24 

100 

11  45 

45-500H 

AE 

13 

13 

IOC 

FB 

4 

4 

100 

45-520H 

AA 

5 

5 

100 

FA 

11 

11 

100 

FB 

3 

3 

100 

FC 

5 

5 

100 

51-1H 

395 

327 

83 

99  25 

52-2H 

10 

191 

165 

86 

29  15 

20 

192 

166 

86 

29  15 

REMARKS 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 
NOTE  3 


NOTE  3 


NOTE  1 
NOTE  1 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
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MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 

TOE  POSITIONS  NO  % NO  % 


54-22H 

10 

201 

175 

87 

60 

30 

20 

227 

200 

88 

68 

30 

54-23H 

10 

250 

243 

97 

75 

30 

20 

309 

302 

98 

93 

30 

54-312H 

228 

214 

94 

80 

35 

54-31 ?H 

435 

429 

99 

152 

35 

54-402H 

227 

206 

91 

79 

35 

54-422H 

100 

89 

89 

35 

55-2H 

170 

169 

’ 99  * 

43 

35 

55-4H 

52 

52 

100 

18 

35 

55-6H 

34 

33 

97 

9 

20 

55-7H 

27 

27 

100 

5 

20 

55-1 1H 

80 

77 

96 

16 

20 

55-1 2G 

40 

39 

98 

14 

35 

55-16H 

37 

36 

97 

7 

20 

55-17H 

10 

166 

31 

19 

31 

19 

20 

166 

31 

19 

31 

19 

30 

97 

22 

23 

19 

20 

40 

97 

22 

23 

19 

20 

55-18H 

10 

176 

33 

19 

33 

19 

20 

173 

33 

19 

32 

19 

30 

182 

35 

19 

32 

19 

REMARKS 
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MAXIMUM 

INLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

55-19H 

10 

93 

23 

25 

19 

20 

20 

93 

19 

20 

19 

20 

55-27G 

148 

22 

15 

15 

10 

55-28G 

147 

27 

18 

27 

18 

55-52H 

77 

76 

99 

8 

10 

55-62H 

80 

78 

98 

16 

20 

55-67H 

112 

27 

24 

22 

20 

55-84H 

184 

15 

8 

15 

8 

55-87H 

196 

16 

8 

16 

8 

55-88H 

158 

16 

9 

16 

9 

55-89H 

180 

47 

26 

18 

1C 

55-99H 

194 

48 

25 

IS 

1C 

55-11 1 H 

96 

94 

98 

37 

35 

55-11 2G 

74 

70 

95 

26 

35 

55-116H 

72 

71 

99 

26 

35 

55-117G 

318 

156 

49 

111 

35 

5t>- 1 1 8H 

240 

144 

60 

48 

2l 

55-128H 

169 

154 

91 

59 

35 

55-129G 

148 

12 

8 

12 

r 

55-138G 

200 

35 

92 

70 

36 

55-1 39G 

163 

37 

23 

37 

23 

55-157G 

232 

176 

76 

81 

35 

55-158G 

197 

131 

66 

69 

35 

55-201G 

103 

101 

98 

36 

35 

55-202G 

75 

72 

96 

38 

35 

55-217G 

186 

12 

6 

REMARKS 
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MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

* 

NO 

% 

55-226G 

102 

101 

99 

36 

35 

55-227G 

225 

40 

18 

40 

18 

55-528G 

112 

7 

6 

7 

6 

55-229G 

259 

5 

2 

5 

2 

55-247G 

114 

13 

11 

13 

11 

55-248G 

229 

74 

32 

74 

32 

55-259H 

116 

100 

86 

17 

15 

55-406H 

29 

28 

97 

3 

10 

55-407H 

249 

61 

24 

25 

10 

55-417H 

344 

0 

0 

55-424H 

106 

38 

36 

11 

10 

55-456H 

33 

32 

97 

7 

2C 

55-457H 

215 

66 

31 

53 

20 

55-458H 

264 

253 

96 

48 

35 

55-466H 

136 

0 

Cl 

55-467H 

204 

0 

0 

55-500H 

AA 

1 

1 

100 

AB 

3 

3 

100 

AC 

6 

6 

100 

AD 

18 

17 

94 

55-520G 

EA 

3 

3 

100 

EB 

3 

3 

100 

EC 

3 

3 

100 

ED 

11 

11 

100 

EE 

14 

14 

100 

REMARKS 


NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 

NOTE  1 
NOTE  1 
NOTE  1 
NOTE  1 
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N Jit  1 


MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

% 

NO 

% 

REMARKS 

SF-540G 

GC 

18 

0 

0 

GD 

22 

'i2 

100 

NOTE  1 

GE 

23 

0 

0 

GF 

14 

14 

100 

NOTE  1 

GG 

5 

5 

100 

NOTE  1 

55-550G 

IA 

7 

0 

0 

IB 

10 

0 

0 

IC 

19 

0 

0 

ID 

29 

0 

0 

55-560H 

JA 

7 

0 

0 

JB 

8 

8 

100 

NOTE  1 

JC 

10 

10 

100 

NOTE  1 

JD 

8 

8 

100 

NOTE  1 

JE 

15 

15 

100 

NOTE  1 

JF 

13 

13 

100 

NOTE  1 

JG 

10 

5 

50 

NOTE  1 

S5-570G 

KA 

2 

2 

100 

NOTE  1 

KB 

2 

2 

100 

NOTE  1 

KC 

4 

4 

100 

NOTE  1 

KD 

36 

36 

100 

NOTE  1 

KE 

57 

57 

100 

NOTE  1 

KF 

70 

70 

100 

NOTE  1 
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MAXIMUM 


TOE 

ENLISTEO 

POSITIONS 

INTERCHANGEABLE 
NO  % 

FEMALE  CONTENT 
NO  % 

REMARKS 

55-520G 

EF 

16 

16 

100 

NOTE  1 

EG 

16 

16 

100  „ 

- 

NOTE  1 

EH 

19 

19 

100 

NOTE  1 

El 

28 

28 

100 

NOTE  1 

EJ 

23 

23 

100 

NOTE  1 

EK 

37 

37 

100 

NOTE  1 

EL 

43 

41 

100 

NOTE  1 

EM 

59 

0 

0 

• 

EN 

6 

6 

100 

NOTE  1 

55-530G 

FA 

2 

0 

0 

FB 

6 

0 

0 

FC 

4 

0 

0 

FD 

8 

0 

0 

FE 

7 

0 

0 

FF 

4 

0 

0 

FG 

9 

0 

0 

FH 

9 

0 

0 

FI 

14 

0 

0 

FJ 

12 

0 

0 

FK 

13 

0 

0 

FL 

25 

0 

0 

FM 

28 

0 

0 

FN 

51 

0 

0 

55-540G 

GA 

12 

12 

100 

NOTE  1 

GB 

8 

0 

0 
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MAXIMUM 

ENLISTED  INTERCHANGEABLE  FEMALE  CONTENT 


TOE 

POSITIONS 

NO 

X 

NO 

X 

REMARKS 

55-580G 

LA 

3 

3 

100 

NOTE  1 

LB 

4 

4 

100 

NOTE  1 

LC 

0 

6 

100 

NOTE  1 

LD 

8 

8 

100 

NOTE  1 

LE 

27 

26 

96 

NOTE  1 

LF 

16 

15 

94 

NOTE  1 

57-4H 

110 

90 

82 

11 

10 

57-102H 

195 

0 

0 

0 

0 

67-4H 

116 

94 

81 

12 

* r\ 

t 

77-102H 

202 

0 

0 

0 

0 

97-4H 

424 

367 

87 

209 

49 

97-41H 

187 

75 

40 

41 

24 

97-42H 

478 

430 

90 

130 

27 

97-142H 

10 

576 

347 

60 

144 

25 

20 

611 

460 

75 

151 

25 

30 

559 

358 

64 

139 

25 

40 

589 

400 

68 

150 

25 

97-242H 

470 

435 

93 

232 

49 
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NOTE  1: 


NOTF  2 


NOTE  3 


NOTE  4 


NOTE  5 


Maximum,  female  content  will  normally  be  based  upon  the  maximum 
female  content  percentage  of  the  unit  to  which  the  team  is 
assigned  or  attached. 

Psychological  Operations  units  are  organized  from  cellular  TOE 
33-500H.  Positions  in  this  TOE  whose  occupants  habitually  operate 
forward  of  the  brigade  rear  boundary  have  been  so  coded.  Those 
positions  whose  occupants  frequently  move  into  the  brigade  area 
and  those  involving  exceptionally  strenuous  physical  requirements 
have  been  appropriately  coded.  In  order  to  retain  the  capability 
to  efficiently  accomplish  the  mission,  it  is  recommended  that  not 
more  than  15  percent  of  the  positions  in  the  unit  be  filled  with 
enlisted  women. 

The  civil  affairs  units  which  support  the  corps,  division,  and 
brigade  are  organized  from  cellular  TOE  41-500H.  Those  positions 
whose  incumbents  normally  operate  in  the  brigade  area,  require 
frequent  movement  into  the  brigade  area,  or  must  be  available  for 
replacement  of  personnel  operating  in  the  brigade  area  have  been 
appropriately  coded.  In  order  to  retain  the  capability  to  effi- 
ciently accomplish  the  mission,  it  is  recommended  that  units 
structured  from  this  TOE  to  support  divisions  contain  nor  more  than 
10  percent  enlisted  women  and  those  supporting  corps  contain  not 
more  than  15  percent  enlisted  women. 

Due  to  the  nature  of  employment  of  these  teams,  the  specific 
male/female  ratio  should  be  at  the  discretion  of  the  force 
commander.  It  is  recommended  that  the  maximum  female  content 
will  normally  be  based  uoon  the  maximum  female  content  percentage 
of  the  unit  to  which  the  teams  are  assigned  or  attached. 

These  tables  do  not  have  a wartime  mission  and  have  been  recom- 
mended for  conversion  to  TDA  type  units.  It  is  recoircnended  that 
the  maximum  WAC  content  not  exceed  50  percent. 
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RESULTS  OBTAINED  FROM 
DUTY  ASSIGNMENT 
QUESTIONNAIRE 


1.  The  Army  should  not  allow  women  to  be  assigned  to  areas  where 
combat  is  occurring  such  as  Europe  during  World  War  II. 


1 1 ) 

( 2 ) 

( 3 ) 

c a y 

( 3 ) 

( (>  ) 

Strongly  Agree 

Agree 

Agree 

Slightly 

Disagree 
Slight ly 

Disagree 

Strongly 

Disagree 

AVERAGE  *=  4.07 

MEDIAN  COEFFICIENT  ■= 
STANDARD  DEVIATION  = 

4 .44 
1.56 

N = 193 

2*  The  Army  should  have  a policy  of  assigning  women  to  areas  where 


combat  is  occurring, 
front  line. 

but  not 

closer  than 

approximately 

10  miles  to 

( 1 ) ( 2 ) 

C 3 ) 

. L 4 1 

( 5 ) 

( 6 ) 

Strongly  Agree 

Agree 

Disagree 

Disagree 

Strongly 

Agree 

Slightly 

S Lightly 

Disagree 

AVERAGE  = 

3.45 

MEDIAN  COEFFICIENT  = 

3 25 

N = 193 

STANDARD  DEVIATION  = 

.1.62 

3.  The  Army 
(Infantry,  Armor, 

should  al lc  T 
Field  Art  i 11< 

women  to  volunteer  for  the 
ery,  Air  Defense  Artillery) 

combat  arras 

( 1 ) ( 2 ) 

( 3 ) 

( 4 1 . . 

( 5 ) 

_<_/>)_ 

Strongly  Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strong  .y 
Disagree 

AVERAGE  = 1.81 

MEDIAN  COEFFICIENT  = 
STANDARD  DEVIATION  = 

1.52 

1.16 

N = 193 

4.  The  Amy 
area  assignments, 
can  perform  their 
de  fense . 

should  require  all  women 
to  be  qualified  with  an 
fair  share  of  guard  duty 

, including  those  with  rear 
iridividual  weapon  so  that  tl 
and  assist  in  their  unit's 

( 1 ) . (2) 

. _(  _3  ). 

( 4 ) 

( 5 ) 

( 6 ) 

Str^-.gly  Agree 

Agree 

Agree 
SI ightly 

Disagree 
SligI tly 

Disagree 

Strongly 

Disagree 

AVFRAGE  - 2.14 

MEDIAN  COEFFICIENT  = 
STANDARD  DEVIATION  = 

1.81 

1.35 

N = 193 
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5.  The  Army  should  have  the  same  policy  for  women  as  it  has  for  men 
that  allows  those  that  are  qualified  to  be  involuntarily  assigned  to  the 
combat  arms. 


A 1 ) l --•  ) ( 3 ) ( 4 ) 

Strongly  Agree  Agree  Disagree 
Agree  Slightly  Slightly 


-.(•>) L±±~ 

Disagree  Strongly 

Disagree 


AVERAGE  = 4.04 

MEDIAN  COEFFICIENT  = 4.58  N « 193 

STANDARD  DEVIATION  = 1.75 


6.  The  Army  should  have  the  same  policy  for  women  as  it  has  for  men 
that  allows  those  that  are  qualified  to  be  lnvoluntar i 1 v assigned  to 
positions  involving  combat  service  support  at  brigade  or  division  head- 
quarters such  as  staff  clerk,  operations  and  intelligence  specialist, 
repair  parts  clerk,  or  vehicle  mechanic. 

( 1 ) ( 2 ) ( 3 ) ( 4 ) ( 5 ) ( 6 ) 

Strongly  Agree  Agree  Disagree  Disagree  Strongly 
Agree  Slightly  Slightly  Disagree 

AVERAGE  = 2.81 

MEDIAN  COEFFICIENT  = 2.30  N = 193 

STANDARD  DEVIATION  = 1.65 


7.  The  Army  should  have  the  same  policy  for  women  as  it  has  for  men 
that  allows  those  that  are  qualified  to  be  involuntari ly  assigned  to 
positions  involving  combat  support  operations  at  company  and  battalion 
level  such  as  wheeled  vehicle  driver,  radio  operator,  medic,  or  clerk. 

( 1 ) ( 2 ) ( 3 ) _(_4  ) _ _(_5  ) ( 6 ) 

Strongly  Agree  Agree  Disagree  Disagree  Strongly 
Agree  Slightly  Slightly  Disagree 


AVERAGE  = 2.84 

MEDIAN  COEFFICIENT  = 2.24  N = 193 

STAN DARD  DEVIATION  = 1.66 


8.  The  Army  should  have  the  same  policy  for  women  as  it  lias  for  men 
that  allows  those  that  are  qualified  to  be  involuntarily  assigned  to 
positions  involving  indirect  combat  at  company  or  battalion  level  such 
as  working  in  an  artillery  fire  direction  center  or  as  an  air  defense 
artillery  radar  operator. 

( 1 ) ( 2 ) ( 3 ) ( 4 ) (_^J 

Strongly  Agree  Agree  disagree  Disagree  Strongly 

Agree  Slightly  Slightly  Disagree 
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AVERAGE  =2.94  <r 

MEDIAN  COEFFICIENT  = 2.41  N = 193 

STANDARD  DEVIATION  = 1.59 


9.  The  Army  should  have  the  same  policy  for  women  as  it  has  for 
men  that  allows  those  that  are  qualified  to  be  involuntarily  assigned 
to  any  duty  position  such  as  helicopter  gunsbip  pilot,  tank  crewmember, 
or  cannon  crewmember. 

( 1 ) ( 2 ) ( 3 ) ( 4 ) ( 5 ) ( 6 ) 

Strongly  Agree  Agree  Disagree  Disagree  Strongly 
Agree  Slightly  Slightly  Disagree 

AVERAGE  = 3.69 

MEDIAN  COEFFICIENT  » 3.68  N = 193 

STANDARD  DEVIATION  » 1.71 


10.  If  assignment  policies  are  changed  so  that  I could  be 
involuntarily  assigned  to  any  duty  position  for  which  I am  fully 
qualified,  I will  not  reenlist. 

( 1 ) ( 2 ) ( 3 ) ( 4 ) LAJ ( 6 ) 

Strongly  Agree  Agree  Disagree  Disagree  Strongly 
Agree  Slightly  Slightly  Disagree 

AVERAGE  = 3.49 

MEDIAN  COEFFICIENT  = 3.55  N - 193 

STANDARD  DEVIATION  = 1.85 
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INCLOSURE  IV 


TRAINING  AND  UTILIZATION  QUESTIONNAIRE 
PERSONAL  DATA 


].  Ago  years  (write  in  how  old  you  were  on  your  last  birthday) 

2.  Sex  (Check  One) 

a.  Male  - ( ) 

b.  Female  - ( ) 


3.  Months  of  active  duty 


4.  Rank  (Circle  your  present  pay  grade): 


a. 

Enlisted:  1 2 3 

4 

5 

6 

7 8 9 

b. 

Officer:  123 

4 

5 

6 

7 8 9 

Education  level  (Check 

One) 

a. 

Some  High  School  - 

( ) 

b. 

High  School  Graduate  - 

( 

) 

c . 

Some  College  - ( ) 

d. 

College  Graduate  - 

( ) 

e . 

f^me  Graduate  Work 

- ( 

) 

f. 

Master's  Degree  - ( 

) 

8- 

Ph.D.  or  Professional  Degree 

- ( ) 

QUESTIONS 

1.  The  Army  should  allow  women  to  volunteer  for  the  combat  arms 
(Infantry,  Armor,  Field  Artillery,  Air  Defense  Artillery), 


( ) Li U Li Li- 

st rongly  Agree  Agree  Disagree  Disagree 

Agree  Slightly  Slightly 


_u 

Strongly 

Disagree 


2 ,4  Physical  requirements  for  entry  into  all  MOS's  should  be  modified 
tc  accommodate  women. 


Ju u_ 

Strongly  Agree 

Agi  ee 


_u 

Agree 
SI ightly 


_u 

Disagree 

Slightly 


_U LJL 

Disagree  Strongly 

Disagree 
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Preceding  page  blank 


3.  Arms  qualification  should  be  mandatory  for  all  women. 


( ) 

( > 

( ) 

( ) 

( > 

( > 

Strongly 

Agree 

Agree 

Agree 
Slight ly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

4.  Women  should  perform  all  extra 
perform  such  as,  guard,  KP,  grass 

duties  that 
cutting,  CQ, 

their  male 
etc . 

counterparts 

u. 

( ) 

( ) 

( ) 

( > . 

( ) 

Strongly 

Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

5 . Women 

resent  being 

supervised 

by  men. 

( ) 

( > 

( ) 

( ) 

( ) 

( ) 

Strongly 

Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

6.  Women 

resent  being  supervised 

by  women. 

( ) 

( ) . 

( ) 

...  ( ) 

(._> 

Strongly 

Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

7.  Men  resent  being  supervised  by 

women . 

( > 

< ) 

( ) 

LI 

( ) 

( ) 

Strongly 

Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

8.  Physical 
is . 

training 

for  women  should  be  ’’tougher"  than  it  presently 

( > 

( > 

( > 

( ) 

( > 

( > 

Strongly 

Agree 

Agree 

Agree 
Slight ly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

9.  Basic 

training  for 

women  should  be  exactly 

the  same  as 

for  men. 

( ) _ _ 

t ) 

( > 

( ) 

( > 

( ) 

St  rongly 
Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

10.  The  average  wonnn 
to  complete  a 20-nile 

is  qualified  at  the  completion  of  basic  training 
road  march  with  a pack  and  rifle. 

Strongly 

Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 
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li.  If  physic.il  standards  are  reduced  to  accommodate  women  they 
should  also  he  reduced  for  men. 


( 1 

( ) 

( ) 

_<_ ) 

( ) 

( ) 

St  rongl  y 
Ac,  roe 

Agree 

Agree 
Slight ]y 

Disagree 

Slightly 

Disagree 

St rongly 
Disagree 

13.  Women  receive  preferential  treatment  relative  to  men 
going  training. 

while  under- 

( ) 

( ) 

t ) 

( ) 

( ) 

( ) 

St  rongly 
Agree 

Agree 

Agree 
Slight ly 

Disagree 
SI i ght 1 y 

Disagree 

St  rongl y 
Disagree 

13.  Women  can,  with  proper  training,  successfully  perform  any  role  in 
a combat  environment  to  include  that  of  an  infantry  soldier. 

. . 

< > 

( ) 

( ). 

( ) 

( ) 

Strongly 

Agree 

Agree 

Agree 
S 1 i ght 1 v 

Di sagree 
SI  i ght ly 

Disagree 

Strongly 

Disagree 

14.  Women 
signments 

should  be 
(peace  or 

allowed  more  liberal  exceptions  to  overseas  as- 
war)  based  on  the  needs  of  their  dependents. 

( ) 

( ) 

( ) 

c > 

( ) 

( ) 

St  rongly 
Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

St  rongly 
Disagree 

15  Women 

who  have 

dependent  children  should  not  be  on  active  duty. 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

St  rongly 
Agree 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

Strongly 

Disagree 

16.  Military  wives  do  not  resent  their  husbands 
numbers  of  female  military  personnel. 

' serving 

with  large 

( ) 

( ) 

( ) 

c ) 

( ) 

( ) 

St  rongly 
Agr«c* 

Agree 

Agree 

Slightly 

Disagree 

Slightly 

Disagree 

St  rongly 
Di sagree 

>7.  Female 

off icers 

should  be  permitted  to  command  rifle 

compan ies . 

( ) .. 

. ( ) 

( ) 

( i 

( ) 

( > 

St  rongly 
Agree 

Agree 

Agree 
SI ight ly 

Di sagree 
Slightly 

Disagree 

Strongly 

Disagree 

18.  Men  desire  that 

women  serve 

in  combat  roles 

on  the  same  basis  as  i 

< > 

( ) 

( ) __ 

_ _i.JL 

( ) 

( ) 

St  ronftl y 
Agree 

Agree 

Agree 
SI ight ly 

Di sagree 
Slight ly 

Disagree 

St  rongly 
Disagree 
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INCLOSURE  V 


TRAINING  AND  UTILIZATION  QUESTIONNAIRE  RESULTS 

US  ARMY  WAR  COLLEGE 
Carlisle  Barracks,  PA  17013 


1.  The  attached  data  reflects  the  results  of  a survey  administered 
to  803  Active  Army  members  - male  and  female,  officer  and  enlisted. 

2.  The  survey  was  designed  to  measure  the  attitudes  of  various 
groups  toward  the  role  of  women  in  the  Army. 

3.  The  questions  appearing  above  the  statistical  data  are  those 
which  were  asked  of  the  respondents.  Each  of  the  eighteen  (18)  ques- 
tions asked  was  followed  by  the  possible  answers  shown  below: 


(1)  (2) (3) (4) (5) (6) 

Strongly  Agree  Agree  Disagree  Disagree  Strongly 

Agree  Slightly  Slightly  Disagree 


4.  The  numerical  values  shown  in  parentheses  were  not  included  on  the 
original  questionnaire  but  are  placed  there  now  for  your  reference  in 
evaluating  the  answers  of  the  various  groups. 
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Preceding  page  blank 


The  Army  should 

allow  women  to 

volunteer  for 

the  combat  arms 

(Infantry,  Armor 

, Field  Artillery,  Air  Defense  Artillery). 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Croup 

Response 

Deviation 

Respondents 

All  Respondents 

3.33 

1.77 

803 

All  Male 

3.30 

1.83 

433 

All  Female 

3.11 

1.66 

366 

All  Officer 

3.35 

1.79 

177 

All  Enlisted 

3.32 

1.76 

625 

Male  Officer 

3.85 

1.84 

96 

Female  Officer 

2.75 

1.53 

79 

Male  Enlisted 

3.40 

1.82 

338 

Female  Enlisted 

3.21 

1.69 

286 

Physical  requirements  for  entry 
fled  to  accommodate  women. 

into  all  MOSs 

should  be  modi 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.80 

1.73 

803 

All  Male 

4.03 

1.76 

433 

All  Female 

3.53 

1.67 

366 

All  Officer 

4.49 

1.49 

177 

All  Enlisted 

3.60 

1.75 

625 

Male  Officer 

4.75 

1.42 

96 

Female  Officer 

4.20 

1.52 

79 

Male  Enlisted 

3.83 

1.80 

338 

Female  Enlisted 

3.34 

1.66 

286 
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3.  Arms  qualification  should  be  mandatory  for  all  women. 


Mean 

STD 

Number 

(Average) 

(Standard ) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

2.45 

1.58 

798 

All  Male 

2.08 

1.28 

429 

All  Female 

2.88 

1.77 

365 

All  Officer 

2.12 

1.33 

177 

All  Enlisted 

2.55 

1.63 

620 

Male  Officer 

2.01 

1.24 

96 

Female  Officer 

2.22 

1.42 

79 

Male  Enlisted 

2.10 

1.29 

334 

Female  Enlisted 

3.07 

1.81 

285 

Women  should  perform  all  extra 

duties  that 

their  male  count 

perform  such  as 

guard,  KP,  grass  cutting, 

CQ,  etc. 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

2.25 

1.48 

800 

All  Male 

1.85 

1.16 

432 

All  Female 

2.73 

1.67 

364 

All  Officer 

1.88 

1.10 

177 

All  Enlisted 

2.36 

1.55 

622 

Male  Officer 

1.95 

1.23 

96 

Female  Officer 

1.80 

0.95 

79 

Male  Enlisted 

1.83 

1.14 

337 

Female  Enlisted 

3.00 

1.73 

284 
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5.  Women  resent  being  supervised  by  men . 


Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Croup 

Response 

Deviation 

Respondents 

All  Respondents 

4.46 

1.42 

786 

All  Male 

4.11 

1.44 

417 

All  Female 

4.87 

1.28 

365 

All  Officer 

5.11 

0.94 

177 

All  Enlisted 

4.27 

1.48 

608 

Male  Officer 

4.78 

0.92 

96 

Female  Officer 

5.49 

0.81 

79 

Male  Enlisted 

3.91 

1.51 

322 

Female  Enlisted 

4.70 

1.33 

285 

Women  resent  being 

supervi sed 

by  women. 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.96 

1.50 

785 

All  Male 

3.86 

1.43 

4}  6 

All  Female 

4.08 

1.58 

365 

All  Officer 

4.41 

1.34 

176 

All  Enlisted 

3.83 

1.53 

608 

Male  Officer 

4.23 

1.25 

95 

Female  Officer 

4.65 

1.39 

79 

Male  Enlisted 

3.75 

1.46 

322 

Female  Enlisted 

3.92 

1.59 

285 

138 


7.  Men  resent  being  supervised  by  women . 


Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

2.69 

1.50 

793 

All  Male 

2.88 

1.54 

428 

All  Female 

2.46 

1.41 

361 

All  Officer 

3.61 

1.35 

177 

All  Enlisted 

2.60 

1.53 

615 

Male  Officer 

2.95 

1.32 

96 

Female  Officer 

3.09 

1.39 

79 

Male  Enlisted 

2.86 

1.60 

333 

Female  Enlisted 

2.29 

1.36 

281 

Physical  training 

for  women 

should  he  Mtougher 

than  it  pre: 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.12 

1.57 

797 

All  Male 

2.79 

1.38 

429 

All  Female 

3.51 

1.69 

364 

All  Officer 

2.72 

1.34 

177 

All  Enlisted 

3.24 

1.62 

619 

Male  Officer 

2.66 

1.19 

96 

Female  Officer 

2.78 

1.50 

79 

Male  Enlisted 

2.84 

1.44 

334 

Female  Enlisted 

3.71 

1.69 

284 

n9 


9.  Basic  training  for  women  should  be  exactly  the  same  as  for  men. 


Group 

Mean 

(Average) 

Response 

STD 

(Standard) 

Deviation 

Number 

of 

Respondents 

All  Respondents 

3.56 

1.67 

801 

All  Male 

3.11 

1.62 

432 

All  Female 

4.07 

1.60 

365 

All  Officer 

3.42 

1.62 

177 

All  Enlisted 

3.59 

1.69 

623 

Male  Officer 

3.25 

1.61 

96 

Female  Officer 

3.59 

1.61 

79 

Male  Enlisted 

3.08 

1.62 

337 

Female  Enlisted 

4.19 

1.57 

285 

10.  The  average  woman  is  qualified  at  the  completion  of  basic  training 
to  compile  a 20-raile  road  march  with  a pack  and  rifle. 


Group 

Mean 

(Average) 

Response 

STD 

(Standard) 

Deviation 

Number 

of 

Respondents 

All  Respondents 

4.38 

1.54 

789 

All  Male 

4.18 

1.61 

425 

All  Female 

4.60 

1.41 

360 

A1 1 Officer 

4.54 

1.41 

176 

All  Enlisted 

4.32 

1.57 

612 

Male  Officer 

4.41 

1.48 

96 

Female  Officer 

4.69 

1.32 

78 

Male  Enlisted 

4.12 

1.64 

330 

Female  Enlisted 

4.58 

1.44 

281 
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11.  If  physical  standards  are  reduced  to  accommodate  women  they  should 
also  hi*  reduced  for  m»*n. 


Menu 

SID 

Number 

(Average) 

(Standard) 

of 

Croup 

Response 

Devia t ion 

Respondents 

All  Respondents 

3.64 

1.75 

79o 

All  Male 

J . 79 

1.85 

429 

All  Female 

3.44 

1.60 

366 

All  Officer 

4.03 

1.69 

176 

All  Enlisted 

3.53 

1.75 

622 

Male  Officer 

4.32 

1.72 

95 

Female  Officer 

3.65 

1.59 

79 

Male  Enlisted 

3.65 

1.86 

335 

Female  Enlisted 

3.38 

1.60 

286 

Women  receive  p 

referential  treatment  relative 

to  men  while 

going  training. 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.14 

1.45 

781 

All  Male 

2.79 

1.33 

421 

All  Female 

3.54 

1.47 

356 

All  Officer 

3.39 

1.51 

176 

All  Enlisted 

3.07 

1.42 

604 

Male  Officer 

2.84 

1.28 

96 

Female  Officer 

4.03 

1.53 

78 

Male  Enlisted 

2.78 

1.35 

326 

Female  Enlisted 

3.40 

1.43 

277 
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13.  Women  can,  with  proper  training,  successfully  perform  any  role  in 
a combat  environment  to  include  that  of  an  infantry  soldier. 


Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.33 

1.72 

798 

All  Male 

3.59 

1.76 

430 

All  Female 

3.01 

1.61 

364 

All  Officer 

3.40 

1.71 

177 

All  Enlisted 

3.30 

1.72 

620 

Male  Officer 

3.80 

1.76 

96 

Female  Officer 

2.89 

1.50 

79 

Male  Enlisted 

3.53 

1.76 

335 

Female  Enlisted 

3.03 

1.64 

284 

Women  should  be 

allowed  more 

liberal  exceptions  to  overseas 

ments  (peace  or 

war)  based  on 

the  needs  of 

their  dependents 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.64 

1.72 

799 

All  Male 

3.84 

1.69 

429 

All  Female 

3.40 

1.73 

366 

All  Officer 

4.44 

1.48 

177 

All  Enlisted 

3.41 

1.71 

621 

Male  Officer 

4.36 

1.50 

96 

Female  Officer 

4.61 

1.40 

79 

Male  Enlisted 

3.70 

1.72 

334 

Female  Enlisted 

3.06 

1.65 

286 
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15.  Women  who  hove  dependent  children  should  not  he  on  active  duty. 


Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Croup 

Response 

Deviat ion 

Respondents 

Ail  Respondents 

3.99 

1.75 

798 

All  Male 

3.65 

1.72 

429 

All  Female 

4.40 

1.69 

365 

All  Officer 

4.50 

1.55 

176 

All  Enlisted 

3.85 

1.77 

621 

Male  Officer 

4.20 

1.55 

95 

Female  Officer 

4.84 

1.50 

79 

Male  Enlisted 

3.50 

1.73 

335 

Female  Enlisted 

4.27 

1.72 

285 

Military  wives  do 

not  resent 

their  husbands* 

serving  with 

numbers  of  female 

military  personnel. 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Croup 

Response 

Deviation 

Respondents 

All  Respondents 

3.78 

1.46 

788 

All  Male 

3.57 

1.43 

424 

All  Female 

4.03 

1.46 

360 

All  Officer 

3.67 

1.37 

175 

All  Enlisted 

3.82 

1.48 

612 

Male  Officer 

3.27 

1.23 

96 

Female  Officer 

4.17 

1.37 

77 

Male  Enlisted 

3.66 

1.47 

329 

Female  Enlisted 

4.00 

1.48 

282 
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17.  Female  officers  should  be  permitted  to  command  rifle  companies. 


Mean 

STD 

Number 

(Average) 

(Standard) 

od 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.65 

1.66 

797 

All  Mole 

4.10 

1.68 

429 

All  Female 

3.11 

1.46 

364 

All  Officer 

3.69 

1.69 

177 

All  Enlisted 

3.64 

1.65 

619 

Hale  Officer 

4.35 

1.68 

96 

Female  Officer 

2.89 

1.33 

79 

Male  Enlisted 

4.04 

1.68 

334 

Female  Enlisted 

3.17 

1.49 

284 

Men  desire  that 

women  serve  in 

combat  roles 

on  the  same  basis 

as  men. 

Mean 

STD 

Number 

(Average) 

(Standard) 

of 

Group 

Response 

Deviation 

Respondents 

All  Respondents 

3.99 

1.67 

794 

All  Male 

3.81 

1.72 

430 

All  Female 

4.20 

1.59 

360 

All  Officer 

4.56 

1.43 

176 

All  Enlisted 

3.83 

1.70 

617 

Male  Officer 

4.29 

1.58 

96 

Female  Officer 

4.86 

1.15 

78 

Male  Enlisted 

3.67 

1.74 

335 

Female  Enlisted 

4.02 

1.65 

281 

IHCi.OSURK  VI 


SI  P.VKY  ON 
WOMEN  AS  MANAGERS 


I NTRCMMIC ;r  I ON 


The  Army  War  College  his  a lit  intent  research  project  studying  the  ulfocts 
which  will  result  from  the  planned  liiiir.vio  in  the  numbers  uf  women  in 
the?  Array.  It  is  examining  the  changes  which  m.iy  occur  in  training,  uti- 
lisation, attitudes*  and  organizational  policies  and  structures. 

As  part  of  this  study,  we  want  to  learn  how  Army  non  and  women  feel 
about  women  taking  a more  active  role  as  Army  lenders  and  managers.  To 
examine  this  issue,  we  are  asking  you  to  answer  the  questions  which  are 
attached.  They  make  up  a questionnaire  on  ''Women  as  Managers."  The 
questions  speak  of  women  as  managers  in  a business  environment,  but  the 
same  questions  can  also  be  used  to  elicit  your  feelings  about  women  in 
the  Army.  Please  complete  the  questionnaire  so  we  can  know  how  you 
feel  about  this  matter. 


1.  Age:  _ 

2.  Sex  (Check  one): 
a . Ma 1 c 


PERSONAL  DATA 

Years  (Write  in  how  old  you  were  on  your  last  birthday) 


b.  Female 


3.  Months  of  Active  duty:  

4.  Rank  (Circle  your  present  pay  grade): 

a.  Fnlisted:  123456789 

b.  Officer:  1 2 3 4 * 5 6 7 8 9 

5.  Educational  Level  (Check  one): 


a. 

Some  High  School  ( 

) 

b. 

High  School  Graduate  ( 

c . 

Some  College  ( ) 

d. 

College  Graduate  ( 

) 

0 . 

Some  Graduate  Work 

( 

f. 

Master’s  Degree  ( 

) 

8* 

Ph.D.  or  Professional  i 
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ATTITUDES  TOWARD  WOMEN  AS 
MANAGERS  SCALE  (WAMS) 


INSTRUCTIONS:  The  following  items  are  an  attempt  to  assess  the 

attitudes  people  have  about  women  in  business.  The  best  answer 
to  each  statement  is  your  personal  opinion.  The  statements  cover 
many  different  and  opposing  points  of  view;  you  may  find  yourself 
agreeing  strongly  with  some  of  the  statements,  disagreeing  just  as 
strongly  with  others,  and  perhaps  uncertain  about  others.  Whether 
you  agree  or  disagree  with  any  statement , you  can  be  sure  that 
many  people  feel  the  same  way  you  do. 


Using  the  number  from  1 to  7 on  the  rating  scale  given  below,  mark 
your  personal  opinion  about  each  statement  in  the  blank  that  immedi- 
ately precedes  it.  Remember,  give  your  personal  opinion  according 
to  how  much  you  agree  or  disagree  with  each  item.  Please  respond 
to  all  21  items.  Thank  you. 


RATING  SCALE 


1 = Strongly  Disagree 

2 83  Disagree 

3 * Slightly  Disagree 

4 = Neighter  Disagree  nor  Agree 

5 * Slightly  Agree 

6 * Agree 

7 - Strongly  Agree 


QUESTION 


\ 


SCORE 
(From  1 to 

7) 

1. 

It  is  less  desirable  for  women  than  men  to  have  a job  that 
requires  responsibility. 

2 . 

Women  have  the  objectivity  required  to  evaluate  business 
situations  properly. 

3. 

Challenging  work  is  more  important  to  men  than  it  is  to 
women. 

_ 4. 

Men  and  women  should  be  given  equal  opportunity  for  parti- 

5. 

cipation  in  management  training  programs. 

Women  have  the  capability  to  acquire  the  necessaiy  skills 
to  be  successful  managers. 

6. 

On  the  average,  women  managers  are  less  capable  of  contri- 
buting to  an  organization’s  overall  goals  than  are  men. 

7. 

It  is  not  acceptable  for  women  to  assume  leadership  roles 
as  often  as  men. 

8. 

The  business  community  should  someday  accept  women  in  key 

managerial  positions.  * 

9. 

Society  should  regard  work  by  female  managers  as  valuable 
as  work  by  male  managers. 

10. 

It  is  acceptable  for  women  to  compete  with  men  for  top  execu-  » 

tive  positions. 

11. 

The  possibility  of  pregnancy  does  not  make  women  less  desir- 
able employees  than  men. 

12. 

Women  would  no  more  allow  their  emotions  to  influence  their 

13. 

managerial  behavior  than  would  men. 

Problems  associated  with  menstruation  should  not  make  women 

14. 

less  desirable  than  men  as  employees. 

To  be  a successful  executive,  a woman  does  not  have  to  sacri- 
fice some  of  her  femininity. 

15. 

On  the  average,  a woman  who  stays  at  home  axl  the  time  with 
her  children  is  a better  mother  than  a woman  who  works  out- 
side the  home  at  least  half-time. 

16. 

Women  are  less  capable  of  learning  mathematical  and  mechanical 
skills  than  are  men. 

17. 

Women  are  not  ambitious  enough  to  be  successful  in  the  busi- 
ness world. 

18. 

19. 

‘20. 

Women  cannot  be  assertive  in  business  situations  that  demand  it. 
Women  possess  the  self-confidence  required  of  a good  leader. 
Women  are  not  competitive  enough  to  be  successful  in  the  busi- 
ness world. 

2 1 . 

Women  cannot  be  aggressi/e  in  business  situations  that  demand  it. 
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